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Abstract
Burton, Vicki. Ed.D. The University of Memphis. August 2019. A Content
Analysis of Human Capital Management: An Analysis of Human Capital Leaders in
Select Rural School Districts in Southwest Tennessee. Major Professor: Mary K.
Boudreaux, Ed.D.
To begin this process of setting a premise for school officials and other
stakeholders on the need to address issues within the field of human capital management
systems (HCMS), formerly human resources, this study aims to fill a gap in the literature
on one area within the study of educational leadership that is often overlooked, the role of
the human capital leader.
The purpose of this quantitative study was to illuminate the area of human capital
management systems (HCMS) by conducting a position description analysis of the
human capital leader within a convenience sample of small rural school districts in
southwest Tennessee. The study sought to answer two questions to determine whether 16
identified professional functions had been included in the current human capital leader
school district job descriptions. The professional functions in this study were based on a
layout from the 16 Professional Functions of Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) designed specifically for school districts.
The outcome from the content analysis concluded that 11 (69%) of the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) were listed in the human capital leaders current job
descriptions. The results of the study indicated that there was a difference in the total
number of independent variables (descriptors) for each human capital leader current job
description based on the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). The findings support the
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confounding need to enlist the human capital leader as a strategic educational partner in
school districts. Doing so sets forth the pathway to transform school districts from human
resources to a human capital management system that maximizes the role of the human
capital leader in transforming the educational system and reforming educational efforts to
improve teaching and learning.
Keywords: workforce planning, human capital, HCMS, talent management,
school districts.
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Chapter 1
Introduction to the Study
The human capital leader, formerly the human resources administrator in school
districts, has become a major strategic planner and transformational leader who oversees
an effective system to set the focus of meeting the goal and objectives of the school
district and “establishing a harmonious relationship among personnel” (Webb & Norton,
2013, p. 3). Indeed, the school district human capital leader plays a key role in hiring, onthe-job-training, rating, and firing personnel (Webb & Norton, 2013, p. 3) and can be
viewed as the gatekeeper who implements policies, practices, and best standards to propel
the school district strategically towards success (Altarawneh, 2016; Omebe, 2014).
However, with increased responsibilities relative to talent management within
corporations and other non-educational organizations, the role of strategic human capital
leaders is increasing to meet the demands of a competitive and global market (Abt &
Knyphausen, 2017). This specific stance on the role of the strategic human capital leader
has shifted into educational organizations with the intent to improve relations and
transform the educational climate of school districts (Battelle for Kids, 2017).
While human resources has become a major focus in the accountability era in
education (Rebore, 2015; Webb & Norton, 2013) beginning with the No Child Left
Behind Act of 2001 and extending to the present day reenactment of the Every Student
Succeeds Act (ESSA) of 2015, the need to transform educational systems from a
functional and transactional structure towards a strategic and proactive configuration is
required to adapt to the complex needs of students in school districts (Battelle for Kids,
2017). Although school districts are required to “hire highly qualified teachers who are
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capable of helping students meet the proficiency requirement places a significant
responsibility on all administrators, faculty, and staff members involved in the human
resources function” (Rebore, 2015, p. 4), to meet these goals, a planning process requires
school districts to set goals and hire talent that will be able to support the changes within
the organization (Rebore, 2015). Such change requires strategic practices that improve
organizational effectiveness and increase performance outcomes (Perello-Marin & Giner,
2014).
The body of research on the dimensions of human capital management systems
(formerly known as human resources administration) as applied to school districts is
limited. Even more, research concerning the individual practice of human capital leaders
within school districts is scarce. On the other hand, the use of certain human resource
practices yielded to those involving the creation of an effective environment in which
highly qualified school personnel are “recruited, selected, placed, evaluated, and
compensated” (Rebore, 2015, pp. 11-12). Rebore, (2015) concluded that there were eight
functions: human resources planning, recruitment, selection, placement and induction,
staff development, performance evaluation, compensation, and collective negotiations
(pp. 11-12). Similarly, Webb and Norton (2013) provide eight domains or processes of
the function of human resources which include: resource planning, recruitment of
personnel, selection of personnel, placement, and induction of personnel, staff
development, performance evaluation, compensation, and collective bargaining.
However, Odden (2011b) explains that “the strategic management of human capital in
public education is complex and wide-reaching” (p. 1). In fact, Odden (2011b) adds that
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strategic management of human capital “touches nearly all operating aspects of schools,
districts, as well as state education policy” (p. 2).
Within public school districts, the aforementioned human resource functions
(roles and responsibilities) are generally centralized (within the school district central
office) and overseen by the human resources administrator who provides specific services
and support to the various superintendents, school principals, directors, coordinators, and
other support personnel within the school district (Rebore, 2015). In large urban school
districts, the assistant superintendent for human resources is the director of human
resources. Other school districts of various sizes (suburban and rural) may have only a
director or coordinator of human resources who serves in a similar capacity as those in a
larger urban school district but with condensed roles and duties specific to those of
various coordinator or director roles within a larger unit (i.e., compensation, recruitment,
staff development, school relations, etc.). Webb and Norton (2013) explain that often
districts with fewer than 1000 students have a central human resources administrator;
whereas, larger districts may distribute personnel responsibilities and roles within other
departments.
Despite school district size, there is a need to expand the role of the human
resources administrator towards a human capital leader that utilizes high-impact or “highperformance work practices” (Guest et al., 2004; Way, 2002; Wood et al., 2012, as cited
in Perello-Marin & Giner, 2014, p. 32) that improve the “knowledge, skills, and abilities
of…current and potential employees, increase their motivation, reduce shirking, and
enhance retention of quality employees…” (Perello-Marin & Giner, 2014, p. 32). These
twenty-first century practices are directly related to the role of the strategic human capital
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leader who engages in everyday transactional and transformative practices (i.e., talent and
human capital management, Odden, 2011b) to improve the organizational culture and
climate of the school district. Unfortunately, policymakers and other educational
stakeholders have often overlooked these performance advantages that are relevant to the
critical role that human capital leaders play within school districts and “has not been a
central focus for the education system until very recently (and only in some districts and
a handful of states)” (Odden, 2011b, p. 1). With the goal of adding high-quality research
to rural education in educational leadership, this study aims to examine the collected job
descriptions of modern-day human capital leaders (human resources administrators)
within rural school districts to identify if their roles are comprised of such high impact or
high-performance practices.
Background of the Study
During the Obama Administration, also known as the Race to the Top era in 2008,
a group of state and district leaders called the Strategic Management of Human Capital
(SMHC) Task Force met to “discuss shortcomings of human capital management in
public education and to further a reform agenda” (Odden, 2011a, para. 9). The overall
goal of the meeting was to,
“redesign the entire human capital management system so that effective talent is
acquired, strategically placed and equitably distributed in schools and districts,
developed to the district’s vision of instructional effectiveness and student
performance, and retained over time” (Odden, 2011b, p. 2).
The results of these meetings provided the means for reforming human resources
practices into human capital high-impact practices within school districts. Such reform

4

practices include the need for the following: “1) organizational strategy as a basis for a
human capital management program design and 2) the strategic management of human
capital in carrying out organizational strategies to improve performance” (Odden, 2011a,
para. 11). More specifically, four key state human capital recommendations were made:
(1) Create a longitudinal data system linking students, teachers, and schools, that serves
as the underlying information system allowing empirical data to inform key human
capital decisions; (2) Enhance the talent level of teacher and principals entering the
education system; (3) Create multiple development programs bolstered by a multi-tiered
licensure; and, (4) Change policy and practice undergirding the key human capital
decisions related to career progression including evaluation, tenure, dismissal, cutbacks,
and compensation (Odden, 2011a).
The fourth state recommendation addresses the premise that as school districts’
visions and goals change or transformed via federal mandates or new governance, human
resource departments across the country often remain stagnant and a forgotten entity in
the transformational process (Odden, 2011a). While changes take place at the top of the
organization, few changes occur within human resources to adapt to change causing
misalignment and organizational chaos.
Campbell, DeArmond, and Schumwinger (2004) report on a study conducted to
reshape the human resources office in three large, urban school districts. The study was
geared towards creating an effective and efficient human resources department in three of
the nation’s largest school districts. The findings included two required transformations
that would improve human resources encompassing, “administrative reforms to increase
the department’s capacity and close attention from district leaders” (Campbell,
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DeArmond, & Schumwinger, 2004, p. 9). To increase the department’s capacity, three
critical areas were of focus: people skills, organization of the department and the
information technology tools. Last, the support from school board members and the
superintendent were required for the sustainability of change processes within the human
resources department.
To begin this process of transforming human resources administration towards a
human capital management system as presented by the findings in the work reported by
Campbell, DeArmond, & Schumwinger (2004), there needs to be a clear delineation of
human resources and human capital management. The distinction leads to further
examination of the defined tasks and roles of the human capital leader within school
districts. Battelle for Kids, Inc. (2017) discriminate six particular differences between a
school district with a human resources perspective versus a school district with a human
capital management perspective (see Figure 1).

Figure 1. Comparison of human resources and human capital management. (Battelle for
Kids, 2017)
6

Within the transformative position as a human capital leader, one has deep a
comprehensive knowledge of a balance between transactional and strategic leadership
practices, adult development, organizational transformation, change management, and
performance management, to name a few. More specifically, transactional practices
include those that (1) supports day-to-day activities of the people function through all
stages of the employment relationship, (2) deals with policies and procedures,
compliance and legal issues, employee benefits, recruitment, etc., and (3) processes are
largely reactive rather than proactive (Battelle for Kids, 2017, slide 22). On the other
hand, strategic practices relate to those which: (1) supports long-term organizational
goals and outcomes; does not work independently within a silo, (2) uses talent within HR
to make the other departments stronger and more effective, and (3) proactive
management of employees (Battelle for Kids, 2017, slide 22).
These transformative human capital leaders benefit from mastering several skills.
These skills include: (1) developing comprehensive human capital management systems
(HCMS), (2) managing key human capital decisions, in areas such as workforce
planning, recruitment, hiring, placement, compensation, promotion, and professional
development, (3) balancing strategic and transactional human resources practices, (4)
building a cohesive HCMS through branding and communication, (5) maximizing the use
of data for continuous improvement; and (6) adhering to relevant federal laws and
regulations impacting education organizations (American Association for School
Personnel Administrators, [AASPA], n.d., para. 3).
The customary role of the school district human resources manager includes those
involving matters of teaching requirements, licensure, certification, federal and state
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regulations, managed curriculum to address low achievement levels, student performance
and outcomes, investigations of workplace policy violations, pay for performance, and
compensation packages (Webb & Norton, 2013; Rebore 2015). However, doing business,
as usual, is no longer the best practice if the school district expects to excel at student
performance and outcomes (Webb & Norton, 2013). As a result, the expanded role of the
human capital leader is instrumental in education and he or she must remain
knowledgeable of the roles, skills, and competencies required to effectively adapt to
changes within the educational landscape. Moreover, human capital leaders should be
prepared to aggressively address challenges that will affect the school district as a result
of district growth and changes (Webb & Norton, 2013; Rebore, 2015).
Problem Statement
While the title of some school district human resources has changed significantly
from human resource manager to human capital leader, so should the roles of those who
lead the human capital function of these systems. Odden (2011a) adds that managing
human capital within school districts involves a change towards systems thinking and a
clear understanding of an effective human capital management system. While Young and
Castetter (2004) did not utilize the concept of human capital management systems, it was
clear that these researchers strongly supported a systems theory approach to human
capital governance. Odden (2011b) concludes that approaching human capital as a
systems approach will involve a cultural change and “the changes will likely generate
controversy and will require strong, aggressive educational leadership as well as broader
political support to move forward successfully” (p. 3).
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As the landscape of public education evolves, human capital leaders will continue
to be faced with various challenges such as successful hiring of high-quality teachers and
maintaining the life cycle of human capital which includes “recruiting, selecting,
inducting, developing, and evaluating of personnel” (Rebore, 2015 p. 12). Adding to this
challenge is the school district’s budget for compensation packages that requires an
effective human capital leader to remain cognizant of the district’s funds and compliance
with updated legal requirements in avoidance of taxpayers faced with insurmountable
costs (Rebore, 2015). The mandates and initiatives from ESSA of 2015 have placed more
demands on the school districts and the human capital leader’s role is more complex and
comprehensive in helping the school district maintain compliance with the legal
requirements of this legislation (Webb & Norton, p. 20). As a result, the human capital
leader must be mindful that his or her role as a strategic business and educational partner
will impact the human capital system and the entire school district as a whole (Webb &
Norton, 2013). Knowledge of strategic planning involves understanding the external and
internal environments of a system (Young & Castetter, 2004). According to Webb and
Norton (2013), human capital leaders have a huge responsibility which also involves the
knowledge and skills “to achieve the objectives of the school district and to help
individual staff members maximize their potential and develop their professional careers”
(p. 40). Knowledge of the conditions of the school district and the planning process that
improves organizational performance and creating short-term and projecting long-term
goals are two of several key processes in improving schools and school systems, today.
To establish such a need for systemic performance improvement, school systems must
establish policies that will lead to effective selections of high-quality and competent chief
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human capital leaders whose work ethics and behaviors improve the essential work
conditions of the school district. Herein is the consideration of the job analysis to
determine “what tasks should be performed, how these tasks are performed, and why
these tasks are performed” (Young & Castetter, 2004, p. 106).
Job analysis involves assessing job content (Young & Castetter, 2004). Job
content becomes the job description, the essential job qualifications (Young & Castetter,
2004). Notably, there are many job descriptions in the area of human capital in which the
same title and responsibilities overlap. However, creating an opportunity for
improvement in streamlining and creating consistency and continuity is important across
school districts. Webb and Norton (2013) indicate that the job descriptions are detailed
and provide “the duties, qualifications, and responsibilities of a specific job” (p. 50).
Prien, Goodstein, Goodstein, and Gamble (2009) add that job descriptions are based on
data from “the job analysis and clearly, the creation of such a document is a timeconsuming and labor-intensive process” (p. 27). When job descriptions are not taken
seriously and avoided, it lowers the effectiveness of the job description, provides a
loophole for staff not to be held accountable, decreases human capital performance and
causes the organization to be non-compliant (Prien et al., 2009; Pato, 2013).
Job descriptions sometimes can have a short-term life span and change
periodically in order to remain up-to-date and accurate (Pato, 2013). When an incumbent
writes a job description, with little to no input from the supervisor, the method could pose
questions relative to the possibility of over exaggerating roles and responsibilities of the
position (Prien et al., 2009). And, a poorly written job description can cause human
capital more harm than good (Prien et al., 2009; Pato, 2013). As a result, Prien et al.,
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(2009) outlines the criteria that should be included in the job analysis which results in a
valid job description as follows: (1) a description of the work activity (WA) or tasks
involved in doing the job; (2) the knowledge, skills, and abilities (KSA) or competencies
necessary to perform the job; (3) data on the range of job performance; and, (4) the
characteristics of the workplace” (p. 20). It is unclear if school districts utilize such
criteria as part of the job analysis process.
There is a strong need for those in human capital management to maintain a
seamless process when updating job descriptions (Prien et al., 2009). A job description is
an instrumental tool which is policy-driven and designed to be the blueprint that enables
human capital to navigate through the organization to meet the expectation of their
responsibilities in the assigned position (Tran, 2015; Bell & Stevenson, 2015). Similarly,
Prien et al., (2009) contend that the job description is the tool required to hold personnel
accountable and must be updated as changes occur to effectively hold staff accountable
for the role, tasks, and responsibilities they are assigned in the organization.
School districts rarely consider the human capital leader as an impactful authority
figure beyond the functional role of serving personnel problems (Rebore, 2015). Today,
the human capital leader who oversees human capital management functions in a
different capacity than those of ten or fifteen years ago. The task performance of the
human capital leader must align with the goals and vision of the school district. More
importantly, the decision-making of these school district administrators impacts the
organization and have long-term effects beyond the present state of the organization
(Rebore, 2015).
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And, while change is a common element of American education, no longer can
school districts hire a human resources manager with a general background in school
leadership. To address the exhaustive challenges and trends mandated by federal and
state officials, the unit of human resources administration must modify and change its
processes to sustain and maintain effectiveness as a strong unit of performance. In an
effort to transform into a vivant and up-to-date system, an adaptive and innovative human
resources leader is required. That is the human capital leader whose leadership and skills
encompasses those elements of performance excellence, strategic staffing, talent
management & development, culture, and total rewards.
Purpose of the Study
Prior to recruiting and selecting personnel within human capital management,
Prien et al., (2009) advocate that a job analysis is conducted to ensure the essential
elements and competencies are listed within the job description. Moreover, Prien et al.,
(2009) assert that the goal of selecting candidates is to get the right person for the right
job which begins with a job analysis followed by a job description. As Rebore (2015)
profoundly states, “the selection process should…minimize the chances of hiring
individuals who are inadequate performers” (p. 132).
To begin this process of setting a premise for school officials and other
stakeholders on the need to address issues within the field of human capital management,
this study aims to fill a gap in the literature in one area within the study of educational
leadership that is often overlooked, the practice related to the human capital leader. The
purpose of this descriptive quantitative content analysis study is to illuminate the area of
the school district human capital management system by examining position descriptions
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of the human capital leader within a sample of the rural school districts in western
Tennessee.
From this perspective, it is the goal of the researcher to examine the job
descriptions of several human capital leaders to determine if they encompass 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (American Association School Personnel Administrators, [AASPA], 20132018): strategic alignment, communications, sustainability & risk management,
continuous improvement, workforce planning, human resource branding, sourcing &
recruiting, selection & placement, onboarding, training & development, performance
management, career ladders & succession planning, employee engagement, rewards &
recognition, compensation & benefits, and organizational culture .
The 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) has an impact on four specific areas: (a)
culture & total rewards (functions are employee engagement, rewards & recognition,
compensation & benefits, organizational culture); (b) performance excellence (functions
are strategic alignment, communications, sustainability & risk management, continuous
improvement; (c) talent management & development (functions are onboarding, training
& development, performance management, career ladders & succession planning); and
(d) strategic staffing (functions are workforce planning, human resource branding,
sourcing & recruiting, selection & placement) with the goal of providing systemic change
in the working conditions of modern school districts (see Figure 2).
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Culture & Total Rewards
Employee Engagement
Rewards & Recognition
Compensation & Benefits
Organizational Culture

Performance Excellence
Strategic Alignment
Communication
Sustainability & Risk
Management
Continuous Improvement

Talent Management &
Development
Onboarding
Training & Development
Performance Management
Career Ladder &
Succession Planning

Strategic Staffing
Workforce Planning
Human Resources
Branding
Sourcing & Recruiting
Selection & Placement

Figure 2. The 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018). (Battelle for Kids, 2017)
Research Questions
The researcher aims to conduct a content analysis on human capital leaders’
current job descriptions within eight selected rural school districts to reveal 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018). Therefore, the researcher posed the following two
research questions:
Research Question 1: How does the content analysis scores of job descriptions
on human capital leaders for select PreK-12 rural school districts in west
Tennessee reveal the effectiveness or ineffectiveness of their job descriptions?
Research Question 2: Is there a difference in the content analysis scores on the
human capital leaders job description between select rural school districts in west
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Tennessee and the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards?
The accompanying hypothesis for research question 2 encompasses the following:
H2o: There is no difference in the content analysis scores on the human capital
leaders job description between select rural school districts in west Tennessee and
the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards.
H2a: There is a difference in the content analysis scores on the human capital
leaders job description between select rural school districts in west Tennessee and
the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards.
Conceptual Frameworks
Employees are an organization’s most valued asset and human capital is the
combined worth of the knowledge, skills, abilities, and competencies that personnel bring
and contribute to organizational success (Pato, 2013; Prien et al., 2009). Chidi and Victor
(2017) confirm human capital is essential in the development of curriculum and critical in
the delivery of classroom instruction to meet the challenges and complexities within
educational systems. Odden (2011b) adds that “education systems cannot implement a
powerful educational improvement strategy unless they have both the management and
teaching talent to execute…actions” (p. 3). Based upon the need for school districts to
employ key talent and chief human capital personnel who can operate a strategic
management system that is focused on performance improvement levers that are
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impactful and lead to student success, human capital theory is the first conceptual
framework for this study.
Schultz’s (1960) human capital theory is undergirded by the belief that an
educational institution should impart academic teaching to students to enhance their
studies, as well as, coach them to gain human principals, sympathy, and the essence of
service to the society which ultimately supports a more productive and economic
community (Holden & Biddle, 2017). According to Holden and Biddle (2017), Schultz’s
human capital theory reflects how an investment in education yields a great return on
investment in education, the community, and society as a whole.
A second conceptual theory relates to the human capital management system
(Odden, 2011b). Recent research indicates multiple problems within school human
resources. These include: (1) lack of a human capital management strategy and alignment
of human resources management practices to that strategy, (2) difficulty in staffing highneed schools with quality teachers particularly in urban districts, (3) high teacher
turnover, (4) chronic shortages of STEM teachers, (5) difficulty in hiring the best and
brightest to teaching, (6) overspending of professional development funds per teacher and
lack of for core areas, and (7) compensation systems that pay for factors that are not
linked to student learning gains (Odden, 2011b). To make such changes, a human capital
leader must be strategic in managing human capital and the human capital system. Odden
(2011b) adds that the motivator to change any human capital management system is to
improve organizational performance, student achievement and that doing so requires
conceptualizing that human capital management systems are “complex- technically,
organizationally, politically, and in most cases, financially” (p. 8). Myung, Martinez, and
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Nordstrum (2013) conclude that “a comprehensive human capital system must attend to
the need for districts to (a) acquire (get the right teachers in the right positions on time);
(b) develop (support professional growth in school-based learning communities); (c)
sustain (nurture, reward, and challenge high-performing teachers); and (d) evaluate (make
evidence-based personnel decisions) the very best human talent they can” (p. 3). With
this dynamic of change, the aim is to create a “stronger teacher workforce, a corps of
educational personnel who have the collective capacity and expertise to facilitate
enhanced educational outcomes” (Myung, et al., 2013, p. 7).
In school systems, the human capital leader helps to establish the structure for the
human capital systems to serve as the conduit and champion for the varied personnel in
human capital roles and to build relationships and foster collaborations with all staff
across the district for strategic human capital management (Webb & Norton, 2013;
Rebore, 2015). The position of human capital leader is complex and critical for
organizations to maximize the impact of their human capital and aide the school district
to meet their goals and objectives (Webb & Norton, 2013; Rebore, 2105). “The starting
point… for changes” according to Odden (2011b), “is that organizational
performance…needs to be increased not just marginally, but by quantum levels” (p. 9).
Research Design
Content analysis is a method for studying and/or retrieving meaningful
information from documents or as Cavanaugh, 1997 (as cited in Hsieh & Shannon, 2005)
states, a “flexible method for analyzing text data” (p. 1277). Fass and Turner (2015) add
that “quantitative content analysis is able to deal with a large amount of data” (p. 2) and
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utilized to “discover patterns within the data and delivers rather broad research results”
(p. 2).
This dissertation is a quantitative form of content analysis. According to
Wildemuth (2017), the researcher “is interested only in content characteristics related to
the hypothesis or research question” (p. 308). Consequently, the researcher aims to utilize
priori theory, human capital management systems (Odden, 2011a; 2011b) to conclude if
16 Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) have been embedded in present-day human capital
leader (human resource management) job descriptions.
Definition and Indicators of Key Terms
The definitions below were secured from the literature review to provide a clear
understanding of key terms incorporated throughout this study. These key terms are
relevant.
Compensation is the wage and benefits that employees receive for performing
their job. Additionally, compensation is the largest line item in the school district’s fiscal
budget (Webb and Norton (2013).
Hiring occurs when a candidate has passed a series of pre-employment condition,
accepts a job offer, and sign a contract to include duties, compensation, and other detailed
information, terms, or conditions (Webb & Norton, 2013; Rebore, 2015). Hiring is
critical to the success of the school district which allows for curriculum development,
instruction, and student achievement (Webb & Norton, 2013; Rebore, 2015).
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Human capital is a business imperative. Human capital is defined as a “process of
management of the organization’s most valuable asset,” the employees (Prien et al., 2009,
p. xi).
Human capital leader in this study pertains to the term human resource director or
personnel director used to describe those in such positions in rural school districts. The
term has been used interchangeably with personnel director in many rural school districts.
He or she oversees the management and facilitation of the entirety of the human capital
management system.
Human capital management system is defined as “an approach to people
management that treats it as a high-level strategic issue and seeks systematically to
analyze, measure, and evaluate how people, policies, and practices create value” (Battelle
for Kids, 2017, slide 18).
Human resource branding. Human Resources Branding consists of a company’s
trademark. Organizational branding is key to a company’s recruitment efforts.
Competencies in aligning and promoting the company’s brand must be consistent and
provide continuity (AASPA, 2013-2018).
Placement occurs when a teacher is hired and positioned based on the needs of the
district and the knowledge, skills, and abilities of the teacher (Webb & Norton, 2015).
Placement is extremely valuable for increasing self-confidence by evaluating a position
needs and employee competencies to enable personal and professional organizational
success (Webb & Norton, 2013; Rebore, 2015).
Recruitment is designed to allow school districts to formulate a plan of action to
ultimately select the right fit for a position (Webb & Norton, 2013, Rebore, 2015).
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Recruitment begins with the process of determining a need to hire for a vacancy,
assessing the role and responsibilities of the position, and creating a job description to be
utilized for the recruitment process (Webb & Norton, 2013, Rebore, 2015).
Selection and placement. Selection and placement are part of the selection
process. The selection process is instrumental in onboarding staff. Competencies in
strategic selection and placement help ensure there is a good fit with the school district.
Human capital leaders are responsible for the induction of staff and fill the void where
the need is most appropriate (AASPA, 2013-2018).
Strategic human capital management involves the concept of “structuring the
human resources system around the knowledge, skills, and desired effects those jobs
require, and thus horizontally aligning each individual program element of the human
resources system” (Odden, 2011a, para. 25). Strategic human capital management adds to
long-term goals (Odden, 2011a).
Workforce planning an essential process in ensuring that human capital is
accessible and distributed in an effective and efficient manner to meet the strategic goals
and objectives of the school district (Webb & Norton, 2013; Rebore; 2105. Workforce
planning establishes a strategic analysis of the school district’s education curriculum,
financial budget, liability, human capital, and personnel systems (Webb & Norton, 2013;
Rebore, 2105).
Significance of the Study
This quantitative content analysis study is important to the body of literature
related to human capital and human capital management systems. Julien (2012) indicates
that content analysis “is the intellectual process of categorizing qualitative textual data
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into clusters of similar entities, or conceptual categories, to identify consistent patterns
and relationships between variables or themes” (p. 121). Through descriptive quantitative
methods, job descriptions of human capital leaders in selected rural school districts in
southwest Tennessee were analyzed to determine if a pattern or themes exist (based upon
the Human Capital Leaders in Educational Professional Standards, AASPA, 2013-2018).
In this study, the researcher focused on textual data as it related to sixteen professional
leadership common constructs corresponding to some facet of human capital
management. These human capital management constructs were validated by consistent
patterns of variables and themes in peer review research literature specifically inclusive
to job descriptions.
Performance improvements within school systems begin with human capital.
Research indicates that such changes begin with strategic actions and plans involving
organizational performance (Odden, 2011b; Young & Castetter, 2004). With high
employee turnover rates and challenges related to the need to prepare youth for a 21st
century workforce, an effective job description can help decrease organizational turnover
and serve as a recruitment tool for attracting high-quality human capital (Pato, 2013). If
written accurately and updated as the role, responsibilities, knowledge, skills, abilities,
and competencies change, the job description will become a living document that helps
navigate staff to meet performance expectations (Pato, 2013; Prien et al., 2009). For this
reason, an analysis of the school district human capital leader job description is
warranted. More specifically, the researcher sought to determine if the results from the
content analysis provided a rationale for rural school districts to transform their hiring
practices towards a human capital leader who can implement high-impact levers that will
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exponentially improve teaching and learning. Some school districts are cognizant of the
need to have a job description that strategically align with board policies, mission, vision,
and objectives of the district, as well as, contain the knowledge, skills, abilities,
competencies, roles, and responsibilities to strategically help propel the school district
forward (Lake, 2018).
On the contrary, there are some school districts who continue to struggle with
prioritizing human capital management as a means for major reform. While recruiting
and retaining high-quality teachers is critically imperative for the achievement of future
generations (Lake, 2018), a deficiency in human capital growth will further widen the
equity and racial achievement gap, particularly those school districts with a majority of
underprivileged, underserved, and marginalized student populations. It is the role of the
human capital leader to implement a cohesive and comprehensive plan that
“begins with aggressive and comprehensive strategies to recruit — from whatever
talent channel — top teaching and leadership talent into schools and districts. This
is especially true for poor urban and rural districts because their challenges are the
toughest in the country and deserve the best talent to address them successfully”
(Odden, 2011a, para. 27).
Limitations and Delimitations of the Study
This study was limited to only selected Tennessee rural school districts. The
selected rural school districts were limited to the southwest region of Tennessee. The
study was quantitative which only compared the select indicators as related to the
concepts of human capital theory and Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018). Another limitation was the survey instrument focused
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primarily on the sixteen specific concepts of the human capital management theory. A
delimitation consisted of a comprehensive review of the existing literature yielding a
paucity of research regarding human capital management related to rural school districts.
A final delimitation pertains to the scope of the study is relative to only the rural school
districts under study.
Organization of the Study
The arrangement of this study is composed of chapters, and a brief synopsis of
each chapter is as follows with chapter one providing a brief introduction and setting the
premise for the study. Chapter two focuses on the literature review which contains the
conceptual frameworks, a brief review of related human capital literature, topical areas
related to the research questions, rural school districts, relevance of human capital leaders
in school districts, districts and job description analysis, a rationale for job description
analysis, and related subject matter on school districts and job descriptions. Chapter three
consists of the methodology which entails the purpose of the study and related research
questions, general methodology, instrumentation, data collection, and data analysis.
Chapter four includes a detailed analysis of the data and related findings or outcomes of
the statistical analysis. Chapter five concludes with a discussion of the findings, the
relationship of the study to previous research and theories, the implications of the study
for future research, and a conclusion to the study.
Summary
Chapter one began with an introduction to the human capital leader position and
the need to transform human resources to strategically align with the mission and
objective of the school district to promote ESSA (2015) education reform efforts. The
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human capital leader must be prepared to meet the challenges of a new 21st century
workforce especially the need to hire high-quality teachers who can implement
innovative classroom curriculum to help increase student achievement outcomes. Human
capital is an organization’s greatest asset. The empirical literature on human capital in
public education is limited and this study will add to the body of investigation as the
interests in human capital is continuously growing.
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Chapter 2
Literature Review
In search of empirical research regarding the knowledge and skills of effective
personnel administrators or human capital leaders in education was limited. Two recent
texts from Norton & Webb (2013) and Rebore (2015) provided an overview of the roles
and functions of human resources administration across school districts in the United
States. Odden’s (2011b) text provided the background for conceptualizing human capital
management reform efforts in education. Young and Castter’s (2004) text, the eldest of
the four, provided a detailed and in-depth description of three salient organizational
components rarely mentioned in the latest texts on human resources in school districts:
social change, education reform, and the process of school improvement. The American
Association of School Personnel Administrators (AASPA) provided practice-based
research regarding ethical standards for school human capital leaders. These ethical
standards are based upon a commitment to support talent management to achieve the
organizational goals of the school district (Webb & Norton, 2013). With few studies
related to the roles of human capital leaders within school districts, one particular study
provided aspects of restructuring or reforming human resources into a human capital
management system that meets the demands of the changing conditions in American
education.
Bell and Stevenson (2015) argue that policy dictates and sets the course for how
the school districts will function and operate, as well as, maintain compliance and
accountability for personnel, students, and all stakeholders. This descriptive, content
analysis study of the job description of human capital leaders within select rural school
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districts in southwest Tennessee is aimed at determining if there are any common
constructs as validated by peer-reviewed articles related to human capital and human
capital management systems. Therefore, it was the researcher’s assumption that sixteen
constructs regarding the Human Capital Leaders in Educational Professional Standards
(American Association of School Personnel Administrators, 2017) are readily identifiable
in the job description of school district human capital leaders. The job description is
linked to the school district’s policy and serves as the blueprint that enables human
capital to navigate through the workplace and perform the tasks, roles, and
responsibilities of the position (Tran, 2015; Bell & Stevenson, 2015).
The literature review commences with a review of the conceptual frameworks - a
brief history of human capital theory (Schultz, 1960) and human capital management
systems (Odden 2011a; Odden 2011b) and the overview of the Human Capital Leaders in
Educational Professional Standards (American Association of School Personnel
Administrators, 2013-2018). Additionally, the literature review encompasses the topical
areas related to human resources capital management system.
Research has indicated school district leaders whose focus is on student
achievement and talent management improvement will engage and empower the office
related to human resources management to play a strategic role and support education
reform efforts rather than be a barrier or obstacle in systemic organizational change and
academic achievement (Center on Reinventing Public Education (CRPE), 2004; Odden,
2011b). To this point, the researcher focuses on two conceptual frameworks related to
human capital theory (Schultz, 1960) and human capital management systems (Odden,
2011a; Odden 2011b).
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Conceptual Frameworks
Human capital theory. Human capital theory (Schultz’s,1960), as utilized in
educational research, was monumental in advocating social growth and creating the basis
for arguments in which the federal government should increase and pay for school
funding (Holden & Biddle, 2017). According to Holden and Biddle (2017), Schultz’s
human capital theory is an investment in education and “an integrated set of models of
human behavior and social processes, with well understood implications and an
associated research program” (p. 9). Economic growth served as the impetus that led to
Schultz’s human capital theory and increased his interest in the rate of return on
education (Holden & Biddle, 2017). Schultz’s research on human capital was ahead of
other economists in the field and afforded him the opportunity to convene in dialogue
with elite scholars, funding entities and policymakers (Holden & Biddle, 2017).
The human capital theory supports the need for the human capital leader to have a
well-defined job description with the knowledge, skills, abilities, and competencies to
successfully perform his or her role (Odden, 2011a; Heller 2018). Odden (2011a) adds
that “During the past 15 years, many organizations concluded that people, talent, and
human capital per se needed to be placed on their strategic agendas” (para. 11). Lin,
Wang, and Lee (2017) argue that while there may be a few adverse staff who may not get
on board when employees are aligned with the business imperative of the organization,
the outcomes are positive and the job description is the tool that helps to support the
alignment for human capital development. A list of definitions or descriptions on human
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capital from the business industry and the economic field was captured from the research
literature to show the cross-cutting theme as described in various contexts (see Table 1).
Table 1
Human Capital Defined or Described as indicated in the research literature
Human Capital Defined or Described

Reference

“a compendium of competencies, abilities, skills, knowledge and other
attributes possessed by an individual in order to perform a given task in an
efficient and effective manner” (p. 356).

Chidi & Victor,
2017

“healthcare, on-the-job training, and migration for better job
opportunities” (p. 537)

Holden &
Biddle, 2017

“acquiring, developing, and retaining talent with these competencies” (par. 17)

Odden, 2011a

“process of management of the organization’s most valuable asset” (p. xi)

Prien et al.,
2009

“the importance of skills or abilities to lifetime success most obviously in
earnings, but also in many other outcomes relevant to policymakers” (p. 69)

Robinson, 2015

Note. Investigative discoveries, 2019 (Chidi & Victor, 2017; Holden & Biddle, 2017;
Odden, 2011a; Prien et al., 2009; Robinson, 2015).
Recent developments in education reform have elevated the need for a revised
role of human capital in public education to promote student performance and meet
district outcomes (Chidi & Victor, 2017; Odden, 2011a; Rebore, 2015; Webb & Norton,
2013). Prien et al., (2009) confirm that human capital is an organization’s greatest asset
and development of human capital is an added plus for school districts who are serious
about increasing teacher effectiveness, best practice, and educational compliance. Chidi
and Victor (2017) define human capital as “a compendium of competencies, abilities,
skills, knowledge and other attributes possessed by an individual in order to perform a
given task in an efficient and effective manner” (p. 356). Additionally, Chidi and Victor
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(2017) assert human capital is critical in the delivery of classroom curriculum to meet the
challenges and complexities of educational reform required for student success. Robinson
(2015) also confirms that information on human capital interventions pertaining to young
children and adolescents is increasing, but more empirical research is needed fill in the
gaps by measuring inputs and outputs for the greatest return on investment.
From human resources to human capital leader. Several authors within the
literature identify practices related to the traditional role of human resources. Webb and
Norton (2013) include additional practices such as resource planning, recruitment of
personnel, selection of personnel, placement, and induction of personnel, staff
development, performance evaluation, compensation, and collective bargaining. Rebore
(2015) equally corroborates the need for practice to include: human resources planning,
recruitment, selection, placement and induction, staff development, performance
evaluation, compensation, and collective negotiations (pp. 11-12). However, school
districts are complex and multifaceted organizations. With the ever-increasing challenges
of effectively presenting innovative instruction and skills to enhance student
performance, it is paramount that school districts hire personnel that can implement best
practices and standards for human capital enhancement such as orientation, training,
mentoring, guidance, and counseling just to name a few (Chidi & Victor, 2017).
The importance of the role of the human capital leader in school districts is
critical in that education reform is transforming the educational systems infrastructure.
The human capital leader that oversees a school district requires a plethora of knowledge
and skills beyond the average school leadership components taught in most graduate
school courses on personnel management. In fact, research strongly supports the need for
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both transactional and strategic practices (Battelle for Kids, 2017). And, while possessing
national human resources certification places the school district leader one step ahead of
those in comparable roles and provides new knowledge regarding the workplace (Webb
& Norton, 2013), “…the starting point for making the complex and politically charged
human capital management changes is to understand that organizational performance—
student achievement — needs to be increased by considerable levels” (Odden, 2011a,
para. 12).
Human capital leaders. Human capital leaders are competent and responsible for
managing a comprehensive human resources program. Leaders of human capital
management systems are cognizant of intensifying challenges such as decreased budgets
and the need to hire high quality and effective teachers who are instrumental to the
success in the classroom and hold all personnel accountable for student achievement
outcomes which impact the school district (Webb & Norton, 2013; Rebore, 2015). Their
role is essential in operational efficiency to maintain compliance and possess knowledge
of legal protection with local board of education policies and procedures, organizational
structures, human resources planning, recruitment, selection, placement and induction,
staff development, performance evaluation, compensation, and collective negotiations
that are all challenges for the school district (Webb & Norton, 2013; Rebore 2015).
The school district administrator serves as a liaison between the school district
and outside strategic business partners and champions for proven-change management
techniques. He or she utilizes data-driven decision-making skills when federal or state
governments mandate new initiatives. It is here where collaboration and good human
relations skills involve engaging other professional staff to analyze how district work
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aligns with new business for a seamless process and continued productivity (Webb &
Norton, 2013; Rebore, 2015).
The role of the human capital leader possesses the capability to successfully build
relationships and foster collaborations with central office, staff, students, board of
education, stakeholders, and the professional learning community to help position and
navigate human capital through a roadmap of change for optimal success (Webb &
Norton, 2013; Rebore, 2015). The human capital leader’s role promotes the mission and
vision of the organization and the initial step begins with effective recruitment and hiring
of staff and filters throughout the organization in a systematic process amid other
protocols, initiatives, and projects (Bradley, 2019; Omebe, 2014). In addition to the role
as an organizational leader, the role of the human capital leader is one that includes
policy implementation and compliance. That is, communicating with the superintendent
regarding creating and maintaining a safe work environment, building schools,
negotiations, and adhering to federal employment acts, to name a few (Rebore, 2015;
Webb & Norton, 2013). Moreover, human capital leaders oversee the areas of risk
management, staff development, evaluations of personnel, employee rights, community
relations, and often serve as the subject matter expert on legal issues regarding personnel
decisions (Rebore, 2015; Webb & Norton, 2013).
Skills and knowledge are intertwined, and the impact of human capital
development has a direct link to student performance and academic achievement (Chidi
& Victor, 2017). As a result, Chidi and Victor (2017) conducted a study to determine the
outcome of principals’ human capital development practices with an emphasis on training
and mentoring for improving staff personnel administration in secondary schools in Ohio.

31

The result of the study revealed that principals lacked workshops, training sessions,
conferences, and other growth and development opportunities to improve staff personnel
administration. Additionally, principals and teachers alike agree that principals’ have not
developed practices for enhancing staff personnel administration in secondary schools in
the state of Ohio which will ultimately cause teachers to fall behind in human capital
development causing a void adequately preparing secondary school students for success
(Chidi & Victor, 2017).
One outcome of human capital development involves robust professional
development and training and mentoring moving beyond the principals’ office and
permeating throughout the classrooms to enhance teachers’ pedagogical skills and
effectively impact students and performance outcomes (Chidi & Victor, 2017; Webb
&Norton, 2013; Rebore, 2015). In isolation, these aforementioned specific elements do
not improve education for America’s youth, nor does it improve educational outcomes
that ensure success and growth.
Human capital management system. The second conceptual framework for this
study is classified as the human capital management system (HCMS). One of the specific
roles of a human capital leader involves overseeing the human capital management
system (HCMS). Human capital systems as applied to K-12 urban school districts
involved concepts related to the components of preparation, sourcing, certification,
induction, tenure, training and development, performance management, compensation
and non-monetary rewards (Wurtzel & Curtis, 2008). Human capital management
systems “stems from the mindset that people bring value to an organization and it is the
responsibility of the organization to maximize an individual’s talents appropriately”
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(Battelle for Kids, 2017, slide 18). Human capital management consists of coaching and
empowering teachers and personnel to work towards better outcomes and help students
reach higher achievement levels (Johnson, Leibowitz, & Perret, 2017).
Curtis and Wurtzel (2010) indicate that “human capital management is about
ensuring and directing the talents of teachers and principals in order to improve student
learning” (p. 17). However, not all district school board members, superintendents, and
other stakeholders understand the role human capital plays in recruitment and
development of staff and can stagnate the upward mobility of the school and district
(Johnson et al., 2017). Curtis and Wurtzel (2010) add that “human capital management is
haphazard at best…resulting in…an inadequate supply of quality teaching and
inequitable distribution of talent” (p. 17).
Although Curtis and Wurtzel (2010) regard human capital as haphazard,
Mayhew (2019) and Omebe (2014) assert that human capital is an organization’s greatest
asset that has a direct effect on the organization’s finances. When the unnecessary cost
can be shaved it makes room to apply funds toward benefits that can help attract a more
high-quality staff or place the savings into medical or other benefits that would be
valuable to employees. (Mayhew, 2019). The human capital leader is responsible for
professional development and training which is a part of human capital and of the utmost
importance when it comes to building communities of practice and establishing
modernistic strategies for decreasing competency disparities in current and new staff, as
well as, high performers and future leaders (Mayhew, 2019; Omebe, 2014; Additionally,
Vance, Chow, Paik, & Shin (2013), insists relevant training can be the conduit to engage
staff to be motivated and learn new skills where they are given personal control over the
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information process, feedback on implementation, and transfer of knowledge they can
apply immediately to work responsibilities in an environment of trust and support which
can lead to real-time and future success.
Personnel is the biggest asset in the educational institution and developing a
human capital management system (HCMS) to track various aspects of human capital is
beneficial for the employee and school district (Vărzaru & Vărzaru, 2016). HCMS varies
from transactional human resources practices such as payroll and simple data entry and
focuses more on getting the most out of staff by utilizing business performance
measuring systems (Vărzaru & Vărzaru, 2016). HCMS concentrate on the importance of
adopting an integrated and strategic approach to managing personnel by measuring
efficiency, effectiveness, and the impact of human resources programs and practices
(Vărzaru & Vărzaru, 2016). The most recent HCMS is the Six Sigma method which
promotes streamlining operations through business process structured on five keyprocess- define, measure, analyze, improve and control (Vărzaru & Vărzaru, 2016).
Additionally, Vărzaru and Vărzaru (2016) states, “it may be a challenge to
measure factors such as productivity gains, improving confidence and motivation, human
resource function image, increased opportunities for communication, and employee
retention…” (p. 433). In the era of advancement in technology, as new programs are
developed it will allow for forecasting management of personnel and skills as HCMS
remain a necessary component in the process of managing human capital (Vărzaru &
Vărzaru, 2016; Vance et al., 2013; Webb & Norton, 2013; Rebore, 2015). HCMS is
critical in managing human capital decisions and has a direct impact on key human
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capital decisions that are a part of the human capital life cycle (Webb & Norton, 2013,
Rebore, 2015; Prien et al., 2009; Lesenyeho, et al., 2018; Glaister, et al., 2018).
One of the major driving forces in the role of human capital management consists
of professional development and training. Year after year, millions of dollars are invested
in the same and there remain obstacles to recruit, attract, and retain good applicants
especially in rural school districts (Campbell et al., 2004; Heller, 2018). To help yield a
positive return on investments, school districts should consider examining their human
capital system. Such examination begins with “effectively addressing human capital
issues” (Curtis and Wurtzel, 2010, p. 17) while challenging best practices and standards,
as well as, investing time, energy, resources, coaching, mentoring and the training
required to attract a qualified pool of applicants who are prepared to teach students in a
global and competitive world (Campbell et al., 2004; Heller, 2018). To recruit highquality teachers and raise the bar for student achievement, it is an imperative for school
districts to enhance their human capital systems and one of the catalysts for change is
examining the role of the human capital leader who serves as a change agent for the
organization (Center for American Progress, 2016; Omebe, 2104). Curtis and Wurtzel
(2010) conclude that “the school system must broadly own human capital management in
order to realize the goal of ensuring a high level of instruction in every classroom” (p.
18). To this end, this study embodies the conceptual frameworks related to the human
capital leader’s role in overseeing the human capital management system within school
districts.
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A Brief Review of Topical Human Capital Related Literature
At the close of the 19th century, the title of the chief personnel in human resources
has dramatically changed from personnel management to human resources management,
as well as other known epithets, to the present-day human capital leader. Because of this
forward movement, the human capital leader has moved from a paper-pushing and
transactional role to having the human capital leader as an integral role in the school’s
decision-making process (Tran, 2015; Heller, 2018). However, according to Tran (2015),
the role of the human capital leader in school districts has not fully transformed to
becoming a strategic player which could be the result unclear goals and expectations and
a failure to connect the job description to the mission, vision, objectives, and outcomes of
the school district. Although Odden (2011a) echoed a similar sentiment regarding the
unique role of the human capital leader within a school district.
Talent management. Talent management has gained momentum over the past
decade especially in the area of global talent management and with little empirical
research, human capital leaders oversee the role of talent management as employees are
taking control of their career planning (De Vos & Dries, 2013; Glaister, Karacay,
Demirbag, & Tatoglu, 2018). Some human resources practitioners argue that
organizational career development is a dead horse and others argue that high performing
human capital is the thrust for organizations to enhance their career development
programs to include career planning, professional development and training, career
management, succession and career planning, retention, personal and career
development, career orientation, and employee engagement in an effort to provide
continuity and retain the best human capital to leverage the future war on talent in a
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global and competitive market (De Vos & Dries, 2013; Vance et al., 2013). In contrast,
Sparrow, Farndale, and Scullion (2013) insists that due to the 2008 economic recession
major layoffs and loss of employment ushered unemployed individuals into the job
market which lessened the war on talent and still allowed businesses to search this
particular talent pool searching for the best fit in their organizations.
Effective talent management strategies will help lessen the turnover rate of
employees and help to increase or maintain retention rates. (Lesenyeho, Barkhuizen, and
Schutte (2018). In looking at talent management and retention, a recent empirical based
gender case study revealed that in one company talent management remain more male
conquered and competitive, and in another company talent management was more
inclusive of gender with a friendly and approachable demeanor (Festing, Kornau, and
Schäfer, 2015). Although academic research on the development of talent management is
limited, van Zyl, Mathafena, & Ras (2017) writes that it is critical for human capital
leaders to “evaluate talent management in their business in the most comprehensive,
systematic, integrated, strategically driven and flexible manner while realising the
benefits for the business” (p. 2). In like manner, Vaiman and Collings (2013) claims that
although there is limited research on talent management, there has been an increase in
empirical research and conducted a workshop with subject matter experts where the
outcome revealed cross-cutting themes such as talent management which revealed the
outcomes as 1) developing talent, advancing talent management concepts, gap in talent
management for small and medium-sized organizations, and talent management practice
and performance. The takeaway from this study is that more empirical and theoretical
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research is warranted to help advance the field of talent management (Vaiman &
Collings, 2013).
Thunnissen, Boselie, and Fruytier (2013) revealed that empirical research on
talent management in school districts was limited. As a result, talent management is in an
infancy status that is growing toward adolescence in a one-dimensional approach
(Thunnissen et al., 2013). Additionally, Thunnissen et al., (2013) concluded that “New
perspectives are essential for a theoretical framework for talent management in different
contexts, for example in different branches of industry or in public or private
organizations” (p. 1758). Festing, Schäfer, and Scullion (2013) maintain that empirical
research on human resources and talent management is limited, but the war on talent is
ever-present thus providing a need for businesses to place talent management high on the
radar. In order for talent management to reach a state of maturation and growth in the
field of education, additional research will be required from scholars and subject matter
experts as the current research on this subject is narrow (Thunnissen et al., 2013).
Ethics, as defined by Rebore (2015), states “human conduct norms that provide a
guide for administrators in the practice of human resources management” (p. 363). Ethics
is pertinent to all school districts regardless of size and human capital leaders serve as the
gatekeeper to the school district (Rebore, 2015). Human capital leaders by virtue of their
position should set the example for following rules, policies, principles, oaths, and
standards for deciding what is morally right or wrong while remaining loyal to the school
district (Rebore, 2015).
Kontoghiorghes (2016) and Vance et al., (2013) maintains that an ethics policy
helps to establish and set the foundation for fair and sound business practices and is
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crucial in high performing and quality-driven organizations. AASPA’s evidence-based
findings on ethical standards are the premise for human capital leaders to maintain talent
management in helping the school district achieve organizational goals (Norton & Webb,
2013; AASPA, 2012).
Organizational outcomes. According to Omebe (2014) the human capital leader is
crucial in assisting the school district to meet its organizational outcomes and when
school personnel are successfully recruited, trained, and provided the necessary resources
for professional growth and development teachers stay longer, appreciate their job, and
feel a sense of obligation to pay it forward to their students. In an interview, an expert
stated, “HR is critical to pretty much everything that goes on in schools, and in districts
that are serious about transforming their central offices, HR is changing in promising
ways” (Heller, 2018 p. 43). Additionally, human capital leaders as strategic business
partners help to set the trajectory for school districts to be proactive with recruitment and
the on-boarding process by hiring high-quality teachers and personnel and lessen the
turnover rate (Heller, 2018).
Recruitment. Recruitment is designed to allow school districts to set the stage to
ultimately select the right fit for a position and begins with the process of determining a
need to hire for a vacancy, assessing the role and responsibilities of the position, and
creating a job description to be utilized for the recruitment process (Webb & Norton,
2013, Rebore, 2015). The school district will decide on the type of vacancy to be filled,
budget, if the recruitment process will be internal, external, or both, and marketing
strategies such as newspapers, social media, radio, colleges, and universities (Webb &
Norton, 2013, Rebore, 2015). Throughout the recruitment process school districts must
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remain cognizant on the fiscal budget and allocation for recruitment and legal compliance
to adhere to school board policies, avoid discrimination practices, and promote equal
employment opportunities for candidates (Webb & Norton, 2013; Rebore, 2015). On the
contrary, van de Brink, Fruytier, and Thunnissen (2013) completed a study relative to
recruitment for junior and senior academics and indicated the role of human resources
was lacking in the process. The findings of this study indicated that strategic human
resources leaders have a snapshot of the organization and are in the best position to
convene with the hiring managers, lead the interview committee and panel, oversee the
flow of best practice, ensure compliance with legal requirements, and keep records of the
process from start to finish van de Brink et al., (2013). This outcome is similar to Webb
and Norton (2013) and Rebore (2015) recruitment process for human resources
Administrators in public education.
Hiring. Hiring employees is critical to the success of the school district and the
board policy must be adhered to for compliance (Webb & Norton, 2013). In school
districts, the person selected for a vacancy comes from a list of eligible candidates who
have passed the applicable steps in the selection process and in some urban districts the
list of eligible candidates is generated as a result of tests and personnel record by way of
civil service (Webb & Norton, 2013, Rebore, 2015). The names of the top candidates are
sent to the hiring authority as a recommendation and for teachers and many support
personnel, the principal makes the recommendation for hire (Webb & Norton, 2013;
Rebore, 2015). The recommendation for hire is vetted through the human resources
department to ensure sound and lawful business practices for hire and maintain
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documentation of all paperwork including the rationale for not hiring candidates in the
event the process is legally challenged (Webb & Norton, 2013; Rebore, 2015).
Once human resources submits the name of the recommended candidate to the
superintendent, he or she may ask for the recommendation of others or a final interview
may be conducted by the superintendent if he or she was not in the initial interview
especially if the vacancy is for a principal or systemwide administrator role (Webb &
Norton, 2013). The final interview by the superintendent is to affirm the candidate’s
credentials and qualifications and determine the right fit for the district (Webb & Norton,
2013; Rebore, 2105). The superintendent may call and check references if he or she is
familiar with the same to check past performance or this task may be assigned to human
resources to conduct (Webb & Norton, 2013; Rebore 2015).
Selection. Selection is the end result of going through the interview process,
meeting all pre-requisites, background checks, accepting the job offer and signing a
contract (Rebore, 2015; Webb & Norton, 2013). The last step in the hiring process is to
make a job offer to the candidate and upon acceptance, a contract must be drafted to
include duties, compensation, and other detailed information, terms, or conditions, and
notification must be sent to candidates not selected for the position (Webb & Norton,
2013; Rebore, 2015).
Collective bargaining. Collective bargaining efforts and unions have recognized
the need for flexible benefits plans to attract high-quality teachers and school districts
have added benefits in addition to salary to create a complete benefits packages that will
help recruitment efforts in a competitive job market (Webb & Norton, 2013; Rebore,
2015). Additionally, Flexible benefit plans enable personnel to design a benefits package
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that is most beneficial to them and their families which may mean opting out of certain
benefits especially if their spouse is in a better plan thereby allowing more money to be
saved resulting in a higher paycheck (Webb & Norton, 2013; Rebore, 2015). On the other
side is the fact that some compensation and benefits package is a recruiting tool for
attracting high-quality teachers and staff and the human capital leader plays an integral
role in developing a comprehensive compensation package that will be competitive in
recruiting new personnel (Webb & Norton, 2013; Rebore, 2015). Buckman, Tran, and
Young (2016) conducted a study that revealed collective bargaining was a comfortable
tool used in the public- school setting for teachers to leverage compensation for pay, as
well as, a platform for the collective voices of teachers.
Compensation. Compensation of employee is the largest line item in the school
district’s fiscal budget and according to Webb and Norton (2013) “between 80 and 90%
of the current operating budget of a typical school district is allocated to personnel
salaries, wages, and benefits” (p. 191). Due to the teacher shortage and demand for highquality teachers, the school districts have moved from a single salary structure to
compensation commensurate to experience, credentials, competencies, school base
performance, extra-curricular activities, length of the contract, and proven success
records (Webb & Norton, 2013; Rebore, 2015). Compensation according to Webb and
Norton (2013) is “between 80 and 90% of the current operating budget of a typical school
district is allocated to personnel salaries, wages, and benefits” (p. 191). Compensation
has moved from a standard salary to income that is commensurate to experience and
based upon credentials, competencies, school base performance, extra-curricular
activities, length of the contract, and proven success records (Webb & Norton, 2013;
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Rebore, 2015). Lesenyeho et al., (2018) maintain that compensation includes pay and
rewards and build upon human capital by way of management development and should
be an integral part of the compensation package.
Placement. Placement is extremely valuable for increasing self-confidence by
evaluating a position needs and employee competencies to enable personal and
professional organizational success (Webb & Norton, 2013; Rebore, 2015). School board
policies dictate that proper placement of personnel be based on specialized training and
experience relative to the assignment, performance evaluations, and seniority when it
comes to multiple requests for a vacancy (Webb & Norton, 2013; Rebore, 2015). To
enhance placement, school district policy includes an induction process where new
personnel attend orientation, participate in mentoring programs, enlist in training and
professional development, engagement in professional learning communities, formative
assessment, acknowledgement of personnel handbook, policies, procedures, regulation
manuals, benefits, all designed to enhance job satisfaction, increase morale and
strengthen the commitment to academic achievement (Webb & Norton, 2013; Rebore,
2015). According to Webb & Norton (2013), one half of new teachers exit the schools in
the first five years due mostly to a lack of administrative support and empirical research
shows that induction has a positive effect on reduction and new teachers who go through
induction perform better on instructional curriculum and their students score higher on
academic performance (Webb & Norton, 2013; Rebore, 2015).
Professional development. Vance et al., (2013) observe that training is crucial to
future job success, but there remains a gap in the transfer of knowledge which could pose
barriers in future performance levels from staff and should be considered especially when
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looking at enhancing global talent management opportunities. Vance et al., (2013) assert
how vital professional development of staff is to the organization in that when staff attain
new skills sets and transfer knowledge in the workplace, growth takes place and
positively impacts service delivery for the organization. Staff development should follow
board policies designed to meet the needs of the school district personnel and offer
countless opportunities to include workshops, conferences, online and computer-based
learning, mentoring and coaching, certification, formal and informal activities, individual
and group activities, social networking, on the job training and off the job training (Webb
& Norton, 2013; Rebore, 2015).
Promotion. Promotion is parallel to career advancement which is successfully
being able to move up in position or rank as a result of par excellence work in the
classroom setting and take on new or added responsibilities such as career teacher,
mentor, or master teacher (Webb & Norton, 2013; Rebore, 2015; van Zyl, Mathafena, &
Ras, 2017). Teachers can also advance their career in the management field with highlevel positions such as guidance counselors, athletic directors, assistant principals,
principals, department head, school administrators, and superintendents (Webb & Norton,
2013; Rebore, 2015). Teachers with excellent leadership skills and postgraduate studies
with a master’s degree or doctoral degree depending on the position oftentimes advance
into management positions where the responsibilities are more complex and the salary is
much higher (Webb & Norton; Rebore, 2015).
Strategic workforce planning. Strategic workforce planning helps to establish a
sound foundation which serves as the cornerstone to the school district’s education
curriculum, financial budget, liability, and personnel systems (Webb & Norton, 2013;
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Rebore, 2015). According to Webb and Norton (2103), workforce planning is
“comprehensive, integrative, continuous, multiyear, participatory, and flexible” (p. 25).
However, Preece, Iles, and Jones (2013) and Preece, Iles, and (2011) maintains with an
aging workforce and lack of leadership skills in the Asia Pacific, workforce planning can
be a challenge for some businesses. Moreover, Poisat, Michelle, and Sharp. (2018)
attests, an aging workforce, coupled with generational factors will also pose challenges
for businesses.
Balance strategic and transactional practices. One of the most important aspects
for the human capital leader is not to get too entangled in the daily operations and lose
sight of the strategic vision which is the driving force for the school district (Rebore,
2015). In large school districts, there is a human capital leader who is responsible for
workforce planning as a strategic business partner and other departments are assigned
transactional human resources roles and responsibilities (Rebore, 2015). And, in small
school districts the director or coordinator of human resources serves in a similar position
as human capital leader and perform human resources practices and functions such as
employee benefits enrollment, payroll, revising workplace policies, processing
terminations, exit interviews, recruitment, employee surveys, and other transactional
functions (Rebore, 2015). Nevertheless, strategic and transactional formation business
practices go hand in hand and the human capital leader can use technology to assist with
implementing the eight dimensions of the human resources functions: human resources
planning, recruitment, selection, placement and induction, staff development,
performance evaluation, compensation, and collective negotiations (Rebore, 2015).
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Branding and communication. Branding and communication have grown in light
of the war on talent and global competition as businesses compete for high performing
human capital high-quality teachers (Glaister, et al., 2018; van Zyl, Mathafena, & Ras,
2017). Recent attention and developments in corporate and business scandals and
litigation has businesses researching corporate images, reputation, and recognition as a
strong and strategic marketing plan to enhance their image relative to social
responsibility, governmental affairs, and especially when recruiting for employees
(Glaister, et al., 2018; van Zyl, Mathafena, & Ras, 2017). Branding has taken the
business world by storm as companies compete for high performing human capital and
corporate recognition, reputation, and identification is an agency’s strong marketing tool
when it comes to recruitment (Glaister, et al., 2018; van). As the organization
strategically aligns with the market for human capital, branding will play a positive role
in attracting and retaining talent (Glaister, et al., 2018). According to Lesenyeho et al.,
(2018), branding is a business imperative most beneficial in attracting human capital
from higher institutions of learning. Equally important is the communication of the
corporate branding and strategically aligning with the mission and vision of the
organization to send a clear and transparent message when attracting talent to the
organization (Glaister, et al., 2018; van Zyl, Mathafena, & Ras, 2017). According to
Lesenyeho et al., (2018), the venue for communicating the corporate branding should be
strategic whether news media, social media, or in-house communication and the
organization’s reputation and culture will impact how the message is communicated and
received. McCracken, Currie, and Harrison (2016) conclude “employer branding may be
viewed as an important aspect of drawing talent into the organisation and away from

46

competitors” (p. 2731). Consequently, Oltra and Vivas-López (2013) assert strategic
corporate branding should be linked to human resource management and its significance
should be embodied from a broader perspective.
Competency profile. Competency profile consists of the knowledge, skills,
abilities, education levels, certifications and special skills that personnel possesses that
can give them an added advantage for career advancement over other staff (Rebore, 2015;
van Zyl, Mathafena, & Ras, 2017). Staff who may be deficient in competency profile can
be afforded professional development, training, coaching, or mentoring to assist with
bringing their skills set up to a higher level that will benefit them personally and
professionally as well as student performance (Rebore, 2015; van Zyl, Mathafena, & Ras,
2017).
Employee engagement. Employee engagement is a critical element in talent
management and when employees are engaged in the interactions of the organization it
helps to set the stage for a win-win situation (Lesenyeho et al., 2018; van Zyl, Mathafena,
& Ras, 2017). Additionally, when employees see how their role plays into the mission
and vision of the agency, they are more apt to commit to the goals and objective of the
educational institution (Lesenyeho et al., 2018). Furthermore, Huang and Tansley (2012)
confirm that satisfaction or employee surveys are an opportunity to provide a platform for
employee engagement and allow employees to express their views to senior management
or president so their voices or opinions which can be alarming are valued and considered.
Organizational culture. Organizational culture “is a culture that contributes to and
unleashes the passion, commitment and performance of people, which in turn contributes
to the organisation achieving its mission, vision and business goals” (Barkhuizen &
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Stanz, 2010 as cited in Lesenyeho et al., 2018. p. 2). Similarly, Moeller, Maley, Harvey,
and Kiessling (2016) asserts “The idea is to create a shared cognitive social capital
environment, whereby an understanding of differences in culture and language are not
only encouraged but cultivated” (p. 999). On the other hand, van Zyl, Mathafena, & Ras
(2017) asserts that even the best plans, projects and initiatives must be activated in a
climate that welcomes the ideas of employees and support of management and voids the
organizational climate, the best-laid plans may falter. Furthermore, Latukha (2015)
concludes a manager’s lack of knowledge can affect the organization’s culture and
impede progress and stagnate future goals.
Performance management. Performance management is the process utilized for
evaluating staff on a periodic basis, allows for coaching, self-development, tracks
employee performance, used for salary increases, demotions, reprimands, and
terminations (Rebore, 2015). According to Minbaeva and Collings (2013), the
performance management process is the great equalizer when it comes to making
decisions on promotion practices and to ensure continuity and consistency among
employees.
Recruitment. Recruitment is at a premium with the war on talent and businesses
are competing for high-quality human capital where a conducive work environment with
growth opportunities and flexibility could be deal-breakers (Lesenyeho, et al., 2018;
Glaister, et al., 2018). With the upcoming retirement of the baby boomer generation,
human capital markets will become even more competitive and Lesenyeho et al., (2018)
claims “A report by the Department of Higher Education and Training (2015) shows that
more than 2500 academic staff members will retire within the next 3–5 years from South
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African public HEIs” (p. 2). Exacerbating this challenge is the lack of preparation of
junior students in the public arena who earn moderately less than their counterparts
(Lesenyeho et al., 2018), learning and working climate, job flexibility, recognition,
rewards and compensation, and effective employee training and development.
Competency or performance descriptions. Competency or performance
descriptions establish the function of the human capital leader and the indicators of
competency tell you specific competencies needed for training (Webb & Norton, 2013).
For example, strategic alignment involves developing an organizational strategy. The
organizational strategy incorporates individual competencies. Individual competencies
are required to comprehend the overall strategic goals of the organization. Aligning
human capital management systems is a business imperative which enables staff to see
how their work promotes the organization’s objectives. Ethics is a business essential that
upholds the organizational values and when infused throughout the organization it sets
the tone for a climate conducive of best practices and standards (Human Capital Leaders
in Educational Professional Standards, AASPA, 2013-2018).
Employee orientation and onboarding. Orientation is parallel to induction and
new employees go through an orientation process that acclimates them to the position,
corporate culture, benefits enrollment, policies and procedures, introduction to a mentor
and a plethora of pertinent data to help them navigate in the educational setting (Rebore,
2015; Webb & Norton, 2013). Onboarding consists of new employee orientation. New
employee orientation helps to acclimate new employees to the school district.
Competencies for new employee orientation consists of possessing the knowledge and
skillsets to complete specific paperwork including school district policies and procedures.
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Onboarding includes acclimating new employees to their supervisor, worksite, position,
coaches, and role models (AASPA, 2013-2018).
Training and development. Training and development are part of the human
capital life cycle. Professional development and training opportunities for staff is an
investment in human capital. Competencies pertinent to training and professional
development consists of assessing the training curriculum and the needs of staff. Offering
a plethora of training and professional development courses will afford staff across
disciplines to be engaged and increase their skill sets, learn new knowledge, and maintain
current licensure (AASPA, 2013-2018).
Performance management. Performance Management is also imperative in the
human capital life cycle. An across the board performance management system will
provide structure for the school district. Competencies for implementing an all-inclusive
performance appraisal system implement measures that are consistent and compliant with
school district policy, legal, provides for two way communication, addresses sub-par
performance, disciplinary action, promotions, and demotions, promotes strength,
discusses weakness with a plan to coach or mentor if needed, and track employee
movement such resignation, terminations or transfers (AASPA, 2013-2018).
Career ladders and succession planning. Career ladders and succession planning
are business imperatives that involve the human capital leader. Career ladders provide
opportunities for top functioning staff to be promoted or take on more roles and grow
with the school districts. Competencies for succession planning includes preparing the
organization to replace individual staff or generational staff who will exit the workforce
in big numbers. Competencies involved in the preparation of succession planning
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includes monitoring and evaluating staff to establish the next generation of leaders and if
they are prepared to move into a leadership role (AASPA, 2013-2018).
Employee engagement. Employee engagement is important and promotes a
culture of inclusiveness. Embracing employee engagement is one way to potentially
increase morale. Competencies for employee engagement includes gaging staff input and
satisfaction level in the organization to develop other initiatives such as focus groups to
build collaborations. Labor relations are under the umbrella of employee engagement and
competencies required includes the utilization of skills sets to promote cordial
conversations and establishing credibility in interactions (AASPA, 2013-2018).
Communication. Communication encompasses effective conversation. Effective
conversation includes dialogue and effective competencies in dialogue occur when
exchange and feedback occur with and through other employees and the professional
learning community. Clear communication is needed in person and meetings, drafting
messages, endorsing branding, and interaction with internal and external stakeholders
(Human Capital Leaders in Educational Professional Standards, AASPA, 2013-2018).
Sustainability and risk management. Sustainability and risk management
comprise of being cognizant of laws and legislation that affect public education. Laws
and legislation control how organizations conduct business on a daily basis and what to
do when there is a violation. Competencies in public education laws and legislation set
the boundaries for compliance with mandates, district policy, employee safety, and work
hazards. Managing risk is imperative in the educational setting and consist of having
safeguards in place to monitor potential dangers while minimizing safety. Human capital
systems and services help to promote the use of technology in a competitive job market

51

(AASPA, 2013-2018). Continuous improvement involves interaction with all
stakeholders. Internal and external stakeholders provide information based on their
perception. Competencies in continuous improvement include data-driven decisionmaking strategies to provide results based on customer service feedback and help to set
benchmarks for increased customer satisfaction with initiatives and services provided
(AASPA, 2013-2018).
Workplace planning. Workforce planning incorporates strategic staffing
objectives. Strategic staffing objectives help the school districts to meet their
commitments. Competencies in workforce planning include assessing the school district
for future human capital projections to strengthen the talent pool and lessen employment
openings due to various reasons. Job descriptions are essential in workforce planning and
used to recruit for positions due to job vacancies (AASPA, 2013-2018).
Sourcing and recruiting. Sourcing and recruiting incorporate early steps in
gaining high-quality staff. High-quality staff is an added plus in public education. Highquality teachers with a proven track record for academic excellence are change agents.
Competencies include developing a recruitment strategy to attract the best and brightest
talent from a talent pool or labor market exemplifies best practices and standards.
Infusing the recruitment strategy in the school district is an opportunity for the human
capital leader to leverage the workforce with possible candidates (AASPA, 2013-2018).
Rewards and recognition. Rewards and recognition can lead to a rewards
initiative in an organization. Rewards initiatives can be developed as a form of morale
builder. Competencies for implementing rewards programs consist of communicating the
overall objectives and evaluating how rewards program can help promote a positive work
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culture. Demonstrating the ability to create a program that is impartial and open to all
staff is important (AASPA, 2013-2018).
Compensation and benefits. Compensation and benefits are the end result for
performance on the job. The compensation structure is designed to align with the capital
budget of the organization. Competencies for implementing a compensation system starts
with creating a payment system based on equitable salary, legal boundaries, outside job
market rates, and credentials as outlined in the school district’s policy. A benefits plan
compliments compensation and competencies for establishing a benefits plan consists of
evaluating the organization’s fiscal budget, wishes of the staff, and potential vendors
prices for various packages (AASPA, 2013-2018).
Organizational culture. Organizational culture sets the environment for staff.
Building a work culture that promotes pedagogy provides for growth and new skills sets.
Competencies for promoting organizational culture includes transferring knowledge and
setting standards with best practice. Encouraging a variety of ideas and thoughts
promotes teambuilding which creates an environment for all staff to learn and be
inclusive and participate in various opportunities (AASPA, 2013-2018).
Retention. Retention is paramount in human capital as organizations are
competing for the best and brightest talent and due to the lack of leadership opportunities
from higher education institutions funding is on the decline (Lesenyeho et al., 2018).
Adding to this problem is turnover that is impacting higher education causing a loss in
the transfer of knowledge and expertise coupled with the cost factor of training new staff
(Lesenyeho et al., 2018). Several caveats such as pay, rewards, training, and career
opportunities come into play when staff is contemplating leaving their position to accept
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another job and some of the same elements are barriers in recruiting new staff
(Lesenyeho et al., 2018).
Strategic human resources management. Strategic human resource management
according to Glaister, et al., (2018), works in conjunction with “talent management
practice and the relationship between TM practice and firm performance is a testament to
the contested nature of the human resources function” (p.13). Glaister, et al., (2018),
asserts some common constructs to be considered in the early stages of strategic human
resources management include “training and development, recruitment and selection,
performance and workforce planning” (p. 14). Additionally, Lesenyeho et al., (2018),
reveals “talent culture conducive for the achievement of multiple priorities relating to the
working environment, such as recruitment and retention, performance management,
succession planning and engagement, and should ensure that these become strategic
talent management imperatives” (p. 2). Although strategic human resources management
is still under construction with most businesses, it is the leveraging point for organization
to ascertain success with high-performing human capital and due to the limited amount of
empirical investigation on this common construct more research should be conducted to
further remove potential managerial biases that may exits relative to organizational
performance (Glaister, et al., 2018).
Succession planning. Succession planning according to Lesenyeho et al., (2018) is
taking a look at forecasting and planning for future recruitment efforts to fill key
vacancies in the organization in the event a current staff is not prepared to move forward.
Rothwell (2011) confirms that succession planning “develops talent by level on the
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organization chart to prepare for more challenging positions at higher levels of
responsibility” (p. 93).
Maximize the use of data for continuous improvement. With the reenactment of
ESSA of 2015, improving educational outcomes for students is a national and state
mandate and in order to make improvements, it is imperative for human capital leaders
and school districts to engage staff and form focus groups or quality circles to brainstorm
and formulate ideas for improvement (Rebore, 2015). ESSA of 2015 is more than
compliance as it addresses continuous improvement and likewise, human capital leaders
should be cognizant of the need to support a strategic human capital leader and human
resources function while implementing data as the basis for continuous improvement
(Webb & Norton, 2013).
Strategic planning. Strategic human resources planning looks at current
opportunities for improvement and patterns that provide forecasting for future events
such as recruiting, compensation packages, collective bargaining, and other functions
(Webb & Norton, 2013). Thus, the strategic plan is the planning tool for the school
district (Young & Castetter). According to the Tennessee Department of Education
(TDE) ESSA State plan (TDE, 2018), the district accountability framework monitors and
hold districts accountable for continuous and likewise, the districts hold the schools
accountable based on state mandates. This same ESSA State plan reveals that “district
and school accountability should work together to drive continuous improvement and
ensure a focus on priorities as defined in the strategic plan” (TDE, 2018, p. 82).
Preparation is key and when there is a commitment to continuous improvement in the
areas of resource planning, recruitment of personnel, selection of personnel, placement
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and induction of personnel, staff development, performance evaluation, compensation,
and collective bargaining at the school and district level (Webb & Norton, 2013; Young
& Castetter, 2004).
Adhere to relevant federal laws and regulations. With the national spotlight on
education reform, it is critical for the human capital leader to be cognizant of laws,
statutes, constitutions, municipal courts, court cases, tort, negligence, and legal
implications for non-compliance regardless of school, district, state, federal, or national
level (Rebore, 2015; Webb & Norton, 2013). The personnel policies are governing
documents that set the foundation for compliance and expectation and should align with
the board and state policies (Rebore, 2015; Webb & Norton, 2013).
All new staff must receive personnel policies and signed copies must be included
in their personnel file as national attention and litigation are at an all-high when it comes
to religious violations and violation of employee and student rights (Rebore, 2015; Webb
&Norton, 2013). Even with signed contracts, ignorance is no excuse of the law and
timely and appropriate action should be taken with the input of the district’s legal counsel
(Rebore, 2015; Webb & Norton, 2013).
Rural School Districts
Rural, as indicated by the United States Department of Agriculture (2013), is
defined as a territory outside of urban areas or urban clusters. According to the U.S.
Department of Education (2018), rural students make up approximately one-fifth of
students in the United States. The landscape of rural education is challenging and unique
and there is a growing need to provide relevant resources and hire human capital that will
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yield higher performance. To meet the goals to improve rural school education, Robison
(2009) corroborates with a subject matter expert who states:
“In the world, we're competing in now, solving problems isn't about spending
money. It's about understanding and managing ideas and talent -- and states of
mind. That's where the new leadership breakthroughs will be. Human capital
leaders who can quantify states of mind and make strategic decisions is the one
who will lead the world” (Clifton as cited in Gallup Business Journal, 2009. p. 1).
Rural school districts face multiple challenges with recruiting high-quality
personnel, onboarding, and retention as the economics and issues facing disenfranchised
students in rural settings are more complex than large city schools (Arnold, Newman,
Grady, & Dean, 2005). In comparison to smaller rural school districts, large school
districts experience some of the same challenges, but large city school districts have more
personnel, state funding, students, teachers, resources, lesser debt, and lesser property
taxes that can be distributed to soften the burden (Dempsey & Stephens, 2011; Heller,
2018).
In rural school districts, the human capital leader’s role is even more crucial in
that there has been an increase in the underprivileged, minority, limited English proficient
students and the need for a competency-based job description is required to help attract a
high-quality workforce to rural school districts (Hoover & Erickson, 2015). Although
resources and programs such as special education and pupil services are national
challenges, rural school districts are affected even more with recruiting teachers and
professionals due to limited funding (Dempsey & Stephens, 2011; Heller, 2018). As a
result, the need for strategic human resources partnerships is ever increasing and is being
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linked to educational outcomes, success, and effectiveness (Tran, 2015; Heller, 2018).
Rural school districts are smaller in size and face more talent management, operations,
economic, leadership, and professional learning community challenges versus large city
school districts (Heller, 2018).
To obtain a high-quality workforce in rural areas with challenges such as
academically underperforming students, varying socioeconomic status of families, and
low-pay, strategic and proactive practices are required to recruit and retain excellent
teachers. Putting steps in motion and developing an enhanced process will attract the best
possible superintendents, teachers, paraprofessionals, and other staff with expertise who
can deliver with a proven track record (Odden, 2011a; Heller, 2018; Vance et al., 2013).
The Relevance of Human Capital Leaders in School Districts
According to Odden (2011a), strategic human capital is a subject that should be
on the radar of all school districts as improvement in education reform. For example,
85% of public-school districts budgets are allocated to compensation and benefits which
in turn mean that as attention is given to developing leaders’ better outcomes can be
expected from the public institution (Odden, 2011a). Human capital leaders are change
leaders who transform the human resources division to a human capital management
system and from a transactional role to a more strategic role while fostering and building
relationships within the organization to become a strategic business partner in supporting
the school districts’ (Odden, 2011a). The three areas in which human capital leaders
improve performance-based school district change is in hiring and supporting effective
teachers, central office administration, and systemic change.
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Effective teachers. Arguably, teachers can and do make a lasting impression with
students good or bad whom they meet especially in the classroom (Johnson et al., 2017).
Additionally, Johnson et al., (2017) assert “that students taught by highly effective
teachers are more likely to attend college, live in better neighborhoods, and save more for
retirement” (p. 4). The recruitment of highly effective teachers, leaders, professionals,
paraprofessionals, and other staff begins with an effective human capital leader and staff
(Mayhew, 2018). To this end, it is incumbent for school districts to enhance its school
human capital system with a human capital leader who possess the knowledge, skills,
abilities, and competencies necessary to leverage the workforce and play a strategic role
to help propel the school district forward towards success which ultimately creates a winwin situation (Center for American Progress, 2016).
Central office administration. At the turn of the last century, it is argued that the
central office at school districts was created for operational purposes, but due to technical
challenges, legislation, mandates, and the fundamental demands required a 21st century
workforce there is a need to provide employee engagement, professional development,
and a higher level of customer service (Heller, 2018; van Zyl, Mathafena, & Ras, 2017).
As a result, a paradigm shift is occurring where school districts are transforming the way
they conduct business and inviting the human capital leader to the table as a strategic
business partner, assess the school district needs, and strategize for better outcomes
(Heller, 2018).
Systemic change. Rebore (2015) maintains although the federal and state
government plays a role in public education, the systemic change begins in the school
district and should be infused in all the schools in the district for compliance with the re-
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enactment of ESSA (2015). To meet the mandates of education reform human capital
leaders are to hire high-quality teachers, build relationships in the professional learning
community including parents, teachers, and central office staff, re-enforce board policy,
be cognizant of the fiscal budget, engage in strategic conversations with all disciplines
regardless of hierarchical structure, impart a shared vision, and promote fundamental
change to help improve student success (Rebore, 2015). Failure to adhere to the federal
mandates will result in serious consequences and repercussions (Rebore, 2015).
Districts and Job Analysis
Job analysis is an old remedy to a new problem and the historical roots can be
traced back to 1961 when the Department of Labor issued a Handbook for Analyzing
Jobs (Busi, 2012). After it has been established that there is a need to fulfill a position,
the next step is to conduct a job analysis to study the knowledge, skills, abilities, and
competencies (KSAC) required to perform the job (Webb & Norton, 2013; Prien et al.,
2009; Verboncu & Zeininger 2015). Collecting the data answer the question of how a job
is accomplished, should be accomplished or will be accomplished (Webb & Norton,
2013; Prien et al., 2009).
Busi (2012) refers to job analysis as a process for identifying, understanding, and
defining what people do at work, as well as, a strategic tool for partitioning labor,
allocating resources, acquiring and retaining quality employees, continuous quality
improvement, and defending employment decisions. Webb and Norton (2013) emphasize
that job analysis assist with orientation, training, coaching staff, performance evaluations,
improve safety, workforce planning, and satisfying legal requirements. Job analysis
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undergirds the job description which develops benchmarks and assists with improving
organizational efficiency through team and system design (Busi, 2012; Prien et al., 2009).
The rationale for conducting a job analysis is numerous and several researchers
state there are several fundamentals (see Figure 3). These include:
1. Present a summary of the tasks, responsibilities, KSAC and working conditions
2. Explain the specifics of the position that determine the basis for recruits sought
3. Offer enough detail to formulate a job description
4. Provide a foundation from which performance evaluation criteria can be created
5. Recommend standards for advancement and compensation results
6. Identify where the job fits into the agency structure and its link to others (Bolton,
1997; Monday, 2012 (as cited in Webb & Norton, 2013, p. 49).

• School District
Need
• Job Analysis

Competency-based
job description

• Work Activities
• KSAC's
• Recruitment

Job Description
(Draft)

• Placement
• Induction
• Acclimation to the
position
Newly formed job
description

Updated job
description

• Performance
evaluation
• Staff training and
development

Figure 3. Illustration of job description life cycle
Webb and Norton (2013) share that the job analysis defines the dynamics of the
team, chain of command, lists specifically which staff does what in a business unit and
what goals the team needs to achieve to align with the district’s mission and vision.
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Furthermore, the job analysis reflects how different jobs correlate, serves as a blueprint of
the workflow, and supports business standards or code of conduct (Busi, 2012; Prien et
al., 2009).
Webb and Norton (2013) indicate the job analysis defines the agency by ensuring
compliance with policies, procedures, and best practices. Another asset for job analysis is
to remove inefficiencies or barrier to work performance, coaching, mentoring,
professional development and training, aide with workforce planning, assist with wage
and salary administration, and developing a curriculum (Busi, 2012; Prien et al., 2009).
The outcome of a job analysis is a job description that is current, relevant to the position,
and expectations that are required to perform the stated tasks, roles, and responsibilities
(Webb & Norton, 2013; Prien et al., 2009).
The Rationale for Job Description Analysis
Job descriptions are paramount in public education and according to the United
States Department of Labor (2011), a cabinet-level department of the U.S. federal
government responsible for occupational safety, wage and hour standards, unemployment
insurance benefits, re-employment services, and some economic statistics which
functions under the auspices of the U.S. Secretary of Labor there are fifteen suggested
components that are imperative to the school districts’ policy pertaining to job
descriptions: (a) Job ID, 2) Job Title, (b) Education and Training, (c) Licensure and
Certification, (d) Knowledge and Skills, (d) Experience, (e) Reports to, (f) Supervises, (g)
Job Goal, (h) Performance Responsibilities, (i) Terms of Employment, (j) Evaluation, (k)
Physical Requirements, (l) Approved by, and (m) Reviewed and Agreed To By. The
implementation of the fifteen components in every job description helps establish the

62

foundation to whereas employees are cognizant of what the expectations are for the
position, as well as, the role they play in aligning their job with the mission, vision, and
values of the organization. (U.S. Department of Labor, 2011).
A valid job description is an essential tool that is used to outline the tasks, duties,
and responsibilities for staff which enables the employee to meet the expectations of the
position and the supervisor should meet with the employee to discuss the tool that
outlines tasks and responsibilities to be accomplished (Prien et al., 2009). Likewise,
Verboncu and Zeininger (2015) conclude that the job description is the end result of a
comprehensive job analysis that lists the job tasks, competencies, and conditions for the
position and serves as an imperative management tool.
Additionally, the job description should match the position that was advertised
which led to hiring and abstain from being misleading as to cause misrepresentation on
the part of the employer and dissatisfaction on the part of the employee (National Center
for Educational Statistics (NCES), 2003; Prien et al., 2009; Verboncu and Zeininger
2015). Stybel (2010) states the job description is the instrument used for various facets
such as “internal -oriented talent management processes such as recruitment, succession
planning coaching training, and compensation” (p. 1). Prien et al., (2009) affirm the job
description is important in what is called the human capital life cycle which consists of
(a) job analysis, (b) recruitment, (c) screening, (d) final selection, (e) job orientation and,
(f) training and development” (p. 4). See Figure 4.
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Figure 4. Human capital life cycle (Prien et al., 2009, p. 4)
Verboncu and Zeininger (2015), claim that “the labor legislation bounds
employers to prepare a job description for every employee, and the job description itself,
it is an annex to the work contract” (p. 605). As well, a good job description paints a
vivid picture of the knowledge, skills, and abilities that are required for the person being
hired for the position to be considered a good fit for the organization (NCES, 2003; Prien
et al., 2009). The job description should be written for the position; not the person, should
not discriminate and comply with the United States Equal Employment Opportunity
Commission (NCES, 2003; Prien et al., 2009). Similarly, Verboncu and Zeininger (2015)
insist that a job description is paramount to the position and outlays the expectations that
the new employee must adhere to and comply with. A sound job description includes the
following aspects or sections: a) duties and responsibilities, b) working conditions, c)
physical requirements, d) education requirements, e) credentials and licensure, f)
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equipment used, g) at-will versus unionized positions, h) channel of commands, i)
evaluation mechanism and j) a statement that reads other duties as assigned (NCES,
2003; Prien et al., 2009).
The National School Boards Association (1997, as cited in Webb and Norton,
2013 p. 51-52), adds that all job descriptions contain the following ten crucial steps to be
sound and effective in providing a seamless process, and in doing so, will promote
uniformity and consistency:
1. Superintendent recommends all or specified positions to be in written descriptions
2. Board approves job descriptions development program
3. Coordinator assumes overall responsibility for implementation of the program
4. Supervisors and staff draft job descriptions
5. Coordinator reviews draft descriptions for the adequacy of management goals
6. Job description writer edits descriptions for style and format and returns for
7. routing to supervisors
8. Supervisors and jobholders review descriptions for currency and accuracy
9. Superintendent gives final approval for job descriptions
10. Coordinator of job description writer prepares manual of approved descriptions
11. Board receives a copy of job descriptions manual for informational purposes.
Overall, job descriptions allow for a thorough understanding of the expectations of the
position, are legally defensible in court, and used for continuous quality improvement of
human capital and talent management efforts while adhering to school district policy
(Prien et al., 2009).
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Related Studies on School Districts and Job Description Functions
There are several elements related to school districts and job descriptions for
human capital leaders and this section will highlight brief related studies on performance
management, leadership, implementation of technology, professional learning
communities, human resource management, and strategic human resource management.
These studies refer to elements of human capital related to principals. As few studies
related directly to school district personnel and human capital within the search results.
Such limitations are examples of the paucity of research on aspects of human capital
related to school districts and particularly, rural school districts.
Performance management is a fiery subject. A standard function for principals
who are assigned to manage schools and attaching performance agreements to the job
description can add another level of intensity to an already intense topic (Heystek, 2014).
Heystek (2014) conducted a qualitative study concerning principals’ observations and
views relative to performance agreements as a motivator in turning around underserved,
marginalized, and poor-performing schools in Africa. One particular aspect of the study
included principals’ motivation to empower teachers to align curriculum to content and to
increase student outcomes (Heystek, 2014). After interviewing principals and
coordinating focus groups, Heystek (2014) concluded that job descriptions signed by the
principals held them responsible and accountable to their assigned schools, and
performance agreements were punitive if principals were not successful in changing or
improving student achievement and outcomes. Interestingly, the findings of the study
also included components related to the lack of trust and transparency with state officials.
Heystek (2014) found that the Department of Basic Education did not formally introduce
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performance agreements to principals (Heystek, 2014). In fact, while the Department of
Basic Education felt the initiative would raise the bar and open new doors for
advancement, principals felt the initiative would be a form of power and control and
actually decrease morale. The motivation for principals was built around the concept of
relationships and collaboration with supervisors and teachers. Teachers want to be
supervised by good principals who can provide pedagogical instruction, coaching, and
mentoring (Heystek, 2014).
School districts are faced with a number of challenges in school reform and when
the principal can inspire, influence, motivate and collaborate with teachers it promotes
positive school climate. Change in the school setting can be constant and the work
environment is crucial in the success of schools, student outcomes, and high-performance
practices (McCarley, Peters, and Decman 2016). McCarley, et al., (2016) conducted a
study on teachers’ assessments of principals as transformational leaders and school
climate. The setting of the research study was a large, urban school district in Texas
consisting of 399 teachers within five high schools. Transformational leadership thrives
in a climate that is conducive to learning, promotes a shared vision, encourages employee
engagement, and the principal champions academic excellence and student achievement
(McCarley et al., 2016). The results of this study supported leading with a
transformational leadership style and implementing continuous school improvement that
will improve the overall school climate. Recommendations included providing
professional development opportunities for all staff to promote continuous improvement
(McCarley, et al., 2016).
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The use of technology has posed a barrier for some school districts as teachers are
faced with the implementation of technology into classroom instruction which contributes
to student knowledge and achievement (Preston, Moffatt, Wiebe, McAuley, Campbell, &
Gabriel, 2015). This particular case study focused on teacher skills sets and the delivery
of technology to students in six of ten high schools in Canada where the participants
included the Department of Education and executive leadership in school districts
(Preston et al., 2015). In today’s tech-savvy world, generation Z students have access to
Smartboards, YouTube, and iPads in the classroom and e-learning has enabled students to
become more engaged and participate in real-time activities. Social media, Twitter,
Facebook, classroom website/blogs, and e-portfolios are being infused into the classroom
and students are responding to questions and team-building with classmates for peer
learning opportunities (Preston et al., 2015).
Technology can bring about a change in classroom instruction, but the need for
teachers to implement technology effectively is crucial to student learning in meeting
innovational challenges and thriving in a competitive world (Preston et al., 2015). This
particular study revealed most Canadian teachers were having successful outcomes in
digital e-learning, students were receptive of the technological aspects, gaining new
knowledge, and their science and reading skills were enhanced (Preston et al., 2015).
Additionally, teachers who may not have integrated technology in the classroom was due
to a lack of planning time learning how to use the technological equipment and will
require the support of school district and human capital leaders to accomplish this task
which could include training opportunities (Preston et al., 2015).
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Professional learning communities is an opportunity that has garnered increasing
discourse among teachers and transfer of knowledge as it relates to human capital
management systems (Bush, 2018). The traditional school structure has a top-down
communication style whereas, professional learning communities consist of parents,
teachers, research groups, and community stakeholders (Bush, 2018). In China, a local
school was transitioned into an academy due to the challenge and necessity to create a
new multifaceted role for educational leaders, interaction among school environment, and
leaders in the school districts and how they impact the teacher’s individuality (Bush,
2018). School district leaders, principals, and human capital leaders work collaboratively
to champion a work climate that is proactive and promotes professional development
which can be transferred into the classroom and help reduce turnover (Bush, 2018).
Human resource management is evolving. Vekeman, Devos, and Valcke (2016)
conducted a study in Belgium of the human resources planning structure implemented by
principals for newly hired teachers. In education, the human resources functions occur
separately (decentralized), but in non-educational roles, the functions are handled
collectively or in bundles (Vekeman et al., 2016). This particular study addresses the gap
that exists with principals serving as human capital leaders in primary schools and setting
the example for best practices and standards (Vekeman et al., 2016).
Strategic human resources management and human resources core functions are
essential to the growth of any system; however, the empirical research in the business
arena is limited and even more so in public education (Vekeman et al., 2016). Human
resources management consists of vertical and horizontal dimensions when measuring the
organizational success of programs, activities, services, and initiatives (Vekeman et al.,
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2016). When it comes to hiring, orientation and induction, human capital leaders place
special emphasis on this process initially to help establish strategies for high performing
practices (Vekeman et al., 2016). Principals in this particular case study were given the
autonomy to provide orientation and regardless of the type of architect there were
shortcomings whereas human capital leaders whose expertise is in human resources
management would help close the gap and provide a more strategic orientation that
would align with the schools district’s policy (Vekeman et al., 2016).
Research has indicated a shortage of qualified teachers and the need for
professional development and mentoring to help coach teachers to aspire for a higher
level of responsibility in the classroom, as well as, and career advancement. (Johnson et
al., 2004; Heller, 2018). School leadership has changed in the last two decades; there is a
new generation of 21st century leadership; new expectations for school districts; overhaul
of the Interstate School Licensure Consortium standards; urban and rural school district
are being challenged to fill vacancies; and professional job opportunities are continually
increasing (Clifford, 2010). Educational leaders leading in 21st century schools will
require high levels of personal artistry in order to respond to today’s challenges of
learning institutions (Green, 2013; Heller, 2018).
Additionally, it is noted that some school districts have not implemented best
practices when recruiting a high-quality workforce and have posed barriers in the talent
management process by not conducting a needs assessment and securing an updated job
description that sets the foundation to appeal to a more qualified application pool (Sessa,
Kaiser, Taylor, & Campbell as cited in Clifford, 2010). In an interview conducted by
Heller (2018), it was revealed that central office staff was crucial in an examination of
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policy and were key players in education reform, student performance, recruitment of
staff, and professional development.
Summary
The revised position of the human capital leader in public education is much
needed to play a strategic role in student success and teacher retention and growth.
Furthermore, a forward movement of human resources functioning as a human capital
approach within a comprehensive human capital management system benefits teachers,
students, and the community. Teachers are critical to student achievement and human
capital leaders who implement an effective human capital management system will be
instrumental in recruiting, selecting, hiring, and onboarding high-quality teachers and
staff to help improve low-performing schools in rural areas improve their opportunities
for continuous improvement.
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Chapter 3
Research Methodology
Content analysis a relatively new methodology and Cavanaugh, 1997 (as cited in
Hsieh & Shannon, 2005) defines content analysis as “a method for studying and/or
retrieving meaningful information from documents or a flexible method for analyzing
text data” (p. 1277). This dissertation is a quantitative form of content analysis. Here,
descriptive content analysis is a deductive process in which the researcher “is interested
only in content characteristics related to the hypothesis or research question”
(Wildemuth, 2017, p. 308). Therefore, the researcher aimed to utilize a priori theory,
human capital theory, to determine whether 16 Professional Functions of the Human
Capital Leaders in Educational Professional Standards (American Association of School
Personnel Administrators, 2017) had been included in a sample of current human capital
leader job descriptions. Konoske-Graf, Partelow and Benner (2016) states that “as
innovation shifts the nature of their work, technology and new ideas must also influence
their human capital systems” (p. 1). With this premise in mind, the focus of this research
included the evaluation of local school district human capital leader job descriptions in
rural southwest Tennessee to determine if a policy is warranted to update school district
policy.
Konoske-Graf, Partelow and Benner (2016) conclude that “many organizations
have modernized their recruitment and professional development practices in order to
recruit, develop, and retain excellent employees” (p. 1). To meet such challenges to
recruit, hire and retain top-notch employees in organizations, Konoske-Graf, Partelow
and Benner (2016) add that “while there are many techniques to cultivate top talent,

72

many organizations with effective human capital systems embrace the same best
practices” (p. 1). “In order to reform district human capital practices,” (Konoske-Graf,
Partelow, and Benner, 2016, p. 2) this quantitative study aims to focus on one aspect of
job analysis related to the evaluation of the job description of the human capital leader
within a sample of rural public school districts. It is the researcher’s belief that without
the knowledge and best practices related to implementing a comprehensive human capital
management plan to attract and retain top talent (Konoske-Graf, Partelow, and Benner,
2016), school districts will continue to struggle to improve the academic achievement of
their students.
Pilot Study
A pilot study was conducted in Summer 2017 to determine through content
analysis of a random sample of school districts adhered to uniform job description
legislation based on the U.S. Department of Labor-identified key components (Job
Description legislation, 2011) and school district related policy components. The goal of
the pilot study was to examine recent literature pertaining to school districts and to
inform future research on school district policy. The results of the pilot study indicated
that school districts utilized the term human resources director or manager rather than a
human capital leader; and, the three random sampled school district job descriptions
generally included some commonalities regarding job title, education, knowledge, skills,
supervision. However, the findings indicated that school districts within the study rarely
revealed the competencies, organizational goals, mission, and values traditionally
required in the 1978 document from the federal government. Job analysis was further
codified by the Uniform Guidelines on Employee Selection Procedures (1978), designed
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by the U.S. Government to assist employers and others to comply with Federal law
prohibiting discriminatory employment practices on the grounds of race, color, religion,
sex, or national origin (Prien et al., 2009, p. 12).
Simultaneously, an informal qualitative case study assignment conducted by
Gibson (2017) concluded that the role of human capital leaders in local Tennessee school
districts is diverse in nature. In fact, the student researcher found that the title of human
capital was rarely used in school districts and if utilized, there was a general application
of the role towards assisting principals in the scope of hiring and retaining teachers.
Gibson (2017) indicated in her study that the role of the human capital leader in several
southwest Tennessee school districts differed across population and size. Moreover, the
role of director of human resources was managerial and encompassed a more distributive
leadership style (incorporating several sub-compartments within the human resources
department, i.e., compensation, professional development) and encompassed a top-down
managerial approach. In the one instance in which a similar title was utilized, human
capital manager, the employee served as a mentor and coach to twenty-five school
principals. The human capital manager provided guidance and support to the school
principals in the areas of hiring, onboarding, and retention of new teachers within the
school district. The personnel in the role of human capital manager reported to the human
resources director within the school district.
Each of these pilot studies provided a foundation to further research a
phenomenon related to ensuring that every child is taught by a competent and dedicated
teacher. It is with this goal that the researcher believes that human capital leaders play a
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pivotal role in recruiting and retaining high-quality teachers which is essential for student
success.
Design of the Study
This descriptive quantitative content analysis study began with a pilot study to
determine if such a study on examining the job description of the human capital leader
within school districts was warranted. A descriptive content analysis involves “describing
features of the message content” (Rose, Spinks, & Canhoto, 2015, p. 2). According to
Creswell (2014), quantitative research is an approach for testing objective theories by
examining the relationship among variables. These variables, in turn, can be measured,
typically on instruments, so that numbered data can be analyzed using statistical
procedures” (p. 4). Consequently, the quantitative component utilized Pearson’s
Correlation Coefficient to conduct the exploration of the content analysis and descriptive
statistics were utilized to summarize the sample. The researcher utilized a general
quantitative content analysis (QCA) model (Rose, et al., 2015). (See Figure 5.)
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Figure 5. Various phases in quantitative content analysis. (Rose et al., 2015)
After requesting job descriptions from eleven local rural school districts in west
Tennessee, eight school districts responded. A code book was created to standardize
coding procedures (Gicevic, Aftosmes-Tobio, Manganello, Ganter, Simon, Newlan, &
Davison, 2016).
A coding scheme was constructed based upon a previous school bullying content
analysis (Jones, 2016). A coding scheme is “the process of developing classification rules
to assign coding units to particular categories or concepts” (Rose et al., 2015, p. 4). Rose
et al., (2015) indicates that during a QCA process, “Your coding scheme may draw on
existing ones developed by other researchers” (p. 4). Two experienced trainers utilized
the coding form from the pilot study to code the sampled job descriptions. Weber (2011)

76

explains that “although some studies use an entire population of documents, most do not.
Sampling is used primarily for the sake of economy” (p. 42).
The researcher conducted a quantitative content analysis of the job descriptions of
human capital leaders from eight rural school districts to determine if their job
descriptions encompassed the 16 professional functions or high-impact practices (per the
Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018) to
meet the challenges and changes in the working conditions of local school districts.
Within this study content analysis is a deductive process in which the researcher “is
interested only in content characteristics related to the hypothesis or research question”
(Wildemuth, 2017, p. 308). Therefore, the researcher utilized a priori theory, human
capital theory as related to a human capital management system in which the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018), to analyze a convenience sample of eight rural school
district job descriptions. These 16 Professional Functions of the Human Capital Leaders
in Educational Professional Standards (AASPA, 2013-2018) include:
1. Strategic Alignment
2. Communications
3. Sustainability & Risk Management
4. Continuous Improvement
5. Workforce Planning
6. Human Resource Branding
7. Sourcing & Recruiting
8. Selection & Placement
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9. Onboarding
10. Training & Development
11. Performance Management
12. Career Ladders & Succession Planning
13. Employee Engagement
14. Rewards & Recognition
15. Compensation & Benefits
16. Organizational Culture
The qualitative component consisted of common constructs as validated by peer
review evidence-based theory and research. The 27 common constructs secured from
peer-review research consisted of: business ethics, career development, career planning,
compensation package, competency profile, diversity, employee engagement, employee
well-being, employer branding, human capital, labor rights, leadership, organizational
culture, orientation, performance management, recruitment, retention, risk management,
selection, strategic human resources management, succession planning, talent, talent
pools, technology, talent management, training and professional development, and
workforce planning. These 27 common constructs aligned with the 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards (AASPA,
2013-2018). (See Appendix A). Consequently, the qualitative component of this research
added depth to the study. The combination of the research design is to provide a
methodical and comprehensive approach to the investigative study.
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Research Questions & Hypothesis
The research questions and hypothesis developed and utilized for this
investigative study are as follows:
RQ 1: How do the content analysis scores of job descriptions of human capital leaders
for select PreK-12 rural school districts in west Tennessee reveal the effectiveness or
ineffectiveness of their job descriptions?
RQ 2: Is there a difference in the content analysis scores on the human capital leaders job
description between select rural school districts in west Tennessee and the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards?
H2o: There is no difference in the content analysis scores on the human capital leaders
job description between select rural school districts in west Tennessee and the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards.
H2a: There is a difference in the content analysis scores on the human capital leaders job
description between select rural school districts in west Tennessee and the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards.
Sampling
According to Creswell (2014), sampling consists of “the population and
population and sample to describe in a research plan” (p. 158). For this study, a
convenience sample was chosen for the content analysis based on physical proximity and
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ease of retrieving information from the human capital leader (incumbents) in the selected
rural school districts located in Southwest Tennessee.
Participants
There are no human participants in this study. Job descriptions were secured from
the lead human management official within several rural school districts in West
Tennessee, the human capital leader.
Demographics of the Sample School Districts
Based on information from the National Center for Education Statistics (NCES,
2006), rural school districts are defined and categorized according to the rural school’s
student population and its proximity to a larger urban population rural school’s student
population and its proximity to a larger population as follows:
1) Fringe: Census-defined rural territory that is less than or equal to 5 miles from an
urbanized area, as well as rural territory that is less than or equal to 2.5 miles from
an urban cluster
2) Distant: Census-defined rural territory that is more than 5 miles but less than or
equal to 25 miles from an urbanized area, as well as rural territory that is more
than 2.5 miles but less than or equal to 10 miles from an urban cluster
3) Remote: Census-defined rural territory that is more than 25 miles from an
urbanized area and is also more than 10 miles from an urban cluster
A total of 11 rural school districts were eligible for this study. Using SPSS, a
random sample was selected from the western region of Tennessee. The researcher
contacted the 11 rural school district human capital (human resources or personnel)
offices via email and phone requesting the most recent job description of the human
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capital leader (human resources director or personnel director). In all, eight school
districts responded and provided the researcher with the appropriate job descriptions.
The school districts chosen for the study meet the aforementioned rural
demographic guidelines as proposed by NCES. The names of the selected rural school
districts selected in the study were removed and assigned alphabetic codes as
pseudonyms to maintain anonymity (see Table 2). Further descriptions of the school
districts entail school type, job title, and the region as described below.
Table 2
Demographic Characteristics of School Districts by School Type, Job Title, and Region
School District Public School
AGW
OCK
SBL

Yes
Yes
Yes

VFM
QDR
ETJ
HZP
INY

Yes
Yes
Yes
Yes
Yes

Job Description Title

Personnel Supervisor
Director of Human Capital
Executive Director of Human
Resources
Director of Personnel
Personnel Director
Chief Human Capital Officer
Personnel Supervisor
Support Services (Human Resources)
Supervisor

Region
Southwest TN
Southwest TN
Southwest TN
Southwest TN
Southwest TN
Southwest TN
Southwest TN
Southwest TN

Note. Eight (n=8) school districts represented and assigned alphabets as follow: 1) AGW,
2) OCK, 3) SBL, 4) VFM, 5) QDR, 6) ETJ, 7) HZP and 8) INY.
As Table 2 shows, all school districts are considered public and are located within
the southwest region of Tennessee. However, Table 2 shows that two (25%) school
districts, OCK, (Director of Human Capital) and ETJ (Chief Human Capital Officer) have
a similar title as Human Capital Leader. While less than half, three (37.5%) of the school
districts have a title with the term personnel; equally, three (37.5%) school district titles
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contained the term human resources. With respect to the specific job role, four (50%) of
school districts (OCK, SBL, VFM, QDR) were described as director; whereas, three
(37.5%) of the school districts (AGW, HZP, INY) were described as supervisors.
Approximately 12.5% of school districts (ETJ) described the job role differing from the
supervisor or director.
Demographic characteristics for individual rural school districts were analyzed.
Table 3 shows the results.
Table 3
School District Demographic Characteristics at the Individual Level (N = 8)
School District
AGW

Population of
Students
10,703

Population of
Teachers
710

Population of
Central Office
39

# of Schools in
District
15

OCK

12,319

974

61

23

SBL

2,752

208

30

6

VFM

3,488

285

12

9

QDR

3,473

253

18

7

ETJ

3,310

258

15

7

HZP

1,584

115

15

4

INY

2,819

185

16

6

Total

40,448

2,988

206

77

As shown in Table 3, school districts OCK (12,319) and AGW (10,703) had the
highest student populations; whereas school districts ETJ (3,310) and HZP (1,584) had
the lowest population of students within the study. Likewise, OCK and AGW have the
largest population of teachers (OCK 974, AGW 710), central office personnel (OCK 61,
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AGW 39), and the number of schools (OCK 23, AGW 15) in their school districts.
Notably, school districts QDR and ETJ have seven schools within their school districts.
Descriptive statistics were run for rural school district characteristics pertaining to
the total population and the total number of schools within the sample. Table 4 provides a
summary.
Table 4
Mean and Standard Deviation for Rural School District Characteristics
Rural School
District
Characteristics
Population of
Central Office
Population of
Students
Population of
Teachers
# of Schools
in District

M
25.75

SD

n

16.95 8

SEM
5.99

Min

Max

Skewness

Kurtosis

12.00

61.00 1.25

0.26

5056.00 4053.57 8 1433.15 1584.00

12319.00 1.11

-0.57

373.50

302.20

8

106.84

115.00

974.00 1.23

-0.07

9.62

6.32

8

2.24

4.00

23.00 1.35

0.50

The observations for Population of Central Office had an average of 25.75 (SD =
16.95, SEM = 5.99, Min = 12.00, Max = 61.00, Skewness = 1.25, Kurtosis = 0.26). The
observations for Population of Students had an average of 5056.00 (SD = 4053.57, SEM
= 1433.15, Min = 1584.00, Max = 12319.00, Skewness = 1.11, Kurtosis = -0.57). The
observations for Population of Teachers had an average of 373.50 (SD = 302.20, SEM =
106.84, Min = 115.00, Max = 974.00, Skewness = 1.23, Kurtosis = -0.07). The
observations for # of Schools in District had an average of 9.62 (SD = 6.32, SEM = 2.24,
Min = 4.00, Max = 23.00, Skewness = 1.35, Kurtosis = 0.50). Overall, total population
for rural school districts yielded Population of Students with the highest mean (M =
5056.00, SD = 4053.57); whereas, # of Schools in District (M = 9.62, SD = 6.32) had the
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lowest mean score. The results indicate that Population of Students and Population of
Teachers are two important factors when considering a quantitative study on the eight
sampled school districts.
Coding Scheme and Instrument
A coding scheme was developed from the human capital management systems
(See Appendix B). The coding scheme was based upon the Human Capital Leaders in
Education (HCLE) professional standards specifically designed for PK-12 education. The
HCLE focuses on four main sections that consist of strategic staffing, talent management
& development, culture & total rewards, and performance excellence. Wildemuth (2017)
suggests using a priori coding scheme related to the research questions “in the interest of
comparability of results” (p. 310). A coding scheme is “the instruction book and data
collection instrument for use in conducting a content analysis” (Wildemuth, 2017, p.
310). The sample of eight rural school district human resource director current job
descriptions was coded and analyzed. Utilizing a coding scheme (matrix) the indicators
were coded and counted.
Reliability
Wildemuth (2017) explains that “indicators are measures and as such require
attention to reliability” (p. 311). Internal reliability using Cronbach's alpha was
implemented to measure internal consistency in regard to how closely related a set of
items are as a group. Scott’s pi was utilized for calculating intercoder agreement. To
remove bias an intercoder agreement, Scott’s pi was utilized for calculating intercoder
agreement. Cohen’s Kappa, which represents the agreement between the two raters for
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inter-rater reliability is 60%. Notably, an attempt was made to perform a correlation, but
SPSS required more than two raters to produce reliable results.
Data Analysis
After obtaining the official job descriptions for each of the school districts, the
researcher secured the job descriptions in a locked file cabinet. Data from each school
district job description was extracted and aligned with each professional function. To
ground the selection of job descriptors that aligned with the 16 Professional Functions of
Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018), the
researcher met with two local rural school district human capital leaders. Items were
discussed and aligned with the 16 Professional Functions of Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). Data were recorded on a
Coding Form, the instrument used to capture relative information for this research study.
The Coding Form is broken down into rubrics to measure or score standards. The
sections are as follows:
1. School District Demographics
2. Scoring Rubric-Content Analysis which is a tool for measurement of the
document for alignment with the policy in the school districts. The scoring
rubric list the definition or evidence of what to look for and the indicator is the
rating given based on the degree of the evidence. definition with that is listed
according to school district policy. For example, the Scoring Rubric-Content
Analysis (Governance-School District) will be coded: No Evidence/Did Not
Mention = 0; Low Evidence/Somewhat Stated = 1; and Very Evident/Clearly
Stated = 2.
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3. Descriptors - A description of 16 Professional Functions were utilized to
create a rating Scale from the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018). Each job description was
reviewed, analyzed, and scored according to the 16 professional functions
listed on the document. The rating scale is as follows: 0 = the format for
specifications was not mentioned; 1 = The format for specifications were
somewhat stated, and 2 = The format contained all of the components and
descriptors.
4. Content Analysis Document- Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) was utilized to identify 16
professional functions in eight school district job descriptions. In this section n
= x and the highest possible score is 32. When rating the standards, the level
of importance for the rating depends on how critical the task on the job
description is as it relates to actual job function. For example, if the principal
is having a meeting with the superintendent, the principal may ask the
secretary to get donuts and coffee for the meeting, but getting donuts and
coffee is not critical in the secretary performing her actual secretary job
functions.
5. Rating Rubric for LEA’s (Local Education Association). Scores on the
Content Analysis and the Score/Indicator and Ratings will be as follows:
Score 0-9 = Poor, Score 10-16- = Fair, Score 17-23 = Good, and Score 24-32
= Excellent.
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6. LEA’s Results/Individual Scores from Content Analysis. Once the scores have
been placed on the Content Analysis Document and added for a total score,
the LEA, total score, and rating were placed on this particular section of the
form.
Next, the data (variables and rater’s scores) were exported into Statistical Package
for the Social Sciences (SPSS) 25 and examined with regard to the descriptive statistics
which reflected the independent variables, means, standard deviations, and numbers for
the research and for all question responses. Next, an initial test was attempted to reveal if
the assumption for the correlation analysis was ascertained. As previously noted, SPSS
was not able to perform Pearson’s Correlation Coefficient because two raters were too
small of a number to produce reliable results.
Lastly, Creswell (2014), maintains qualitative research is “the process of research
involves emerging questions and procedures, data typically collected in the participant’s
setting, data analysis inductively building from particulars to general themes, and the
researcher making interpretations of the meaning of the data” (p. 4). As a result, the
qualitative investigative method consisted of common constructs as validated by peer
review evidence-based theory and research and was answered with position analysis.
Ethical Procedures
All job description data secured from human capital leaders remained confidential
and the names of school districts have been removed and replaced with alphabets and
pseudonyms. The information collected by the researcher were maintained in the
researcher’s secure database until the researcher who has sole access deleted the same.
Additionally, the researcher completed the Collaborative Institutional Training Institute
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(CITI) course and was cleared by the Cayuse Institutional Review Board at the
University of Memphis prior to conducting this investigative study (see Appendix C).
Assumptions
The assumptions of this study were made based on the context of the literature
review:
1. The job analysis serves as a pre-requisite to the job description and if the job
analysis is properly conducted, it will be the impetus for a job description that
aligns with the actual functions and responsibilities of the position.
2. If written accurately and updated as the role, responsibilities, knowledge,
skills, abilities, and competencies change, the job description will become a
living document that enables staff to know the expectations required of their
position(s).
The assumptions are necessary to this study as job descriptions have been around
for decades, but the use, misuse, or non-use of the document will defeat the purpose for
which it is created - as a road map on how to guide staff to be successful in their jobs
(CRPE, 2004; Prien et al., 2009).
Without an effective and updated job description for employees, school districts
face barriers such as employee sustainability and growth and accountability. Human
capital policies provide coherence between the organizational mission and goals and
employee motivation (Cheng, 2016). Effective job descriptions support the conceptual
framework of human capital theory (Schultz, 1960) and human capital management
system (HCMS) in that consistent and periodic performance reviews provides an open
and honest discussion two-way communication between employee and supervisor

88

(Rebore, 2015; Webb & Norton, 2013). Additionally, job descriptions support Schultz’s
Human Capital Theory (1960) by investing and expanding teacher’s knowledge and skills
through training and development which is a great return on investment with student
achievement (Holden & Biddle, 2017).
Summary
The researcher conducted a content analysis of the current job descriptions and
the process began with the coding scheme, reading the scoring rubric, utilizing the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) to score each human capital leader current job
description, and completing the LEA Rating Rubric. However, data were imported into
SPSS to provide descriptive statistics for this study. Finally, the research questions and
hypothesis were addressed and the overall results from the data collection and analysis
are provided in chapter four.
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Chapter 4
Findings
The researcher conducted a quantitative content analysis of the human capital
leader’s current job description from eight rural school districts in West Tennessee to
determine if the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) were enlisted in their current human capital
leader’s job description. Chapter four presents the content analysis, descriptive statistics,
and statistical analysis of the data and provides the results from the study that answer the
two research questions.
RQ1: How do the content analysis scores of job descriptions of human capital leaders for
select PreK-12 rural school districts in west Tennessee reveal the effectiveness or
ineffectiveness of their job descriptions?
RQ 2: Is there a difference in the content analysis scores on the human capital leaders job
description between select rural school districts in west Tennessee and the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards?
H2o: There is no difference in the content analysis scores on the human capital
leaders job description between select rural school districts in west Tennessee and
the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards.
H2a: There is a difference in the content analysis scores on the human capital
leaders job description between select rural school districts in west Tennessee and
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the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards.
Reporting Descriptive (Summary) Statistics
Hinkle, Jurs, and Wiersma (2003) define descriptive statistics as “procedures used
for classifying and summarizing or describing data” (p.735). Hinkle et al., (2003) define
Mean (M) as “the arithmetic average of the scores in a distribution” (p. 736). Hinkle et
al., (2003) define Standard Deviation (SD) as “the square root of the variance. A measure
on the variation/dispersion of scores in a distribution” (p. 739). Hinkle et al., (2003)
define N (n) as the “sample size or the number of observations in a sample” (p. 739). The
sample size in this study is 8.
Data for the study was arranged by the independent variables from each of the
human capital leaders current job description from rural school districts. There is a total
of eight job descriptions that vary in the number of job item descriptors or independent
variables. The fewest number of job item descriptors (variables aligned to the
professional standards) on the random job descriptions were 3 and the largest number of
job item descriptors (variables aligned to the professional standards) contrived from the
eight rural school district job descriptions were 31. Combined, the eight rural school
district job descriptions contained 128 job descriptors aligned to the 34 professional
standards (independent variables).
Each human capital leader job description was assigned an alphabetic code to
mask identification. Each job item descriptor was aligned to one of the 34 standards of
the 16 Professional Functions of the Human Capital Leaders in Educational Professional
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Standards (AASPA, 2013-2018). Two raters individually codified all 128 job item
descriptors with the ratings of 0, 1, or 2 from the eight school districts.
The data from the content analysis was keyed and analyzed utilizing the Statistical
Package for Social Science (SPSS) 25 software, Microsoft Excel, and Microsoft Word to
produce the mean and standard deviation for each job item descriptor. For example,
school district AGW contains 28 job item descriptors (#1, #2, #3 through #28) as shown
in Table 5; OCK has 15 job descriptors (#1, #2, #3, through #15) as exhibited in Table 6;
SBL has 12 job item descriptors (#1, #2, #3 through #12) displayed in Table 7; VFM has
3 job item descriptors (#1, #2, and #3) reflected in Table 8; QDR has 12 job item
descriptors (#1, #2, #3 through #12) presented in Table 9; ETJ has 11 job item descriptors
(#1, #2, #3 through #11) reflected in Table 10; HZP has 16 job descriptors (#1, #2, #3
through #16) shown in Table 11; and INY has 31 job descriptors (#1, #2, #3 through #16)
denoted in Table 12.
The mean is used to describe the measure of central tendency or center of the data
in Table 5 (Hinkle, 2003). The difference in the mean within each particular school
district is 1.0 or less. The lesser the means, the less valid the content in that particular
school district (see Table 5). The standard deviation determines how spread out the data
are from the mean (Hinkle, 2003). The greater the standard deviation means the numbers
are more spread out and the lower the consistency is in that particular school district (see
Table 5). Hinkle (2003) maintains a normal distribution is “3 standard deviations on
either side of the mean” (p. 85). The job item descriptors were then aligned to one of the
16 Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018). For each school district human capital leader’s job
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descriptor, one of the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (American Association School Personnel
Administrators, AASPA, 2013-2018) is provided in parentheses: strategic alignment
(Professional Function 1), communications (Professional Function 2), sustainability &
risk management (Professional Function 3), continuous improvement (Professional
Function 4), workforce planning (Professional Function 5), human resource branding
(Professional Function 6), sourcing & recruiting (Professional Function 7), selection &
placement (Professional Function 8), onboarding (Professional Function 9), training &
development (Professional Function 10), performance management (Professional
Function 11), career ladders & succession planning (Professional Function 12), employee
engagement (Professional Function 13), rewards & recognition (Professional Function
14), compensation & benefits (Professional Function 15), and organizational culture
(Professional Function 16) (American Association School Personnel Administrators,
AASPA, 2013-2018).
Table 5
Means and Standard Deviations of School District AGW by Job Descriptors
AGW Job Item Descriptors
1. Develop and maintain a system of personnel
records for all school employees in order to
provide comprehensive, efficient, accurate
and current record of all matters pertinent to
employment, transfer, tenure, retirement,
discipline, and leaves of absence (Function 3)
2. Coordinate hiring of certified and classified
employees with directors, supervisors, and
principals (Function 8)
3. Plan and conduct new employee orientation
(Function 9)
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M

SD

1.700

.5196

1.733

.4619

1.767

.4041

Table 5 Continued
AGW Job Item Descriptors
4. Screen and review job applications and
identify candidates (Function 7)
5. Coordinate the process of employee
resignations, terminations, and leaves
(Function 1)
6. Place advertisements, prepares mailings, and
solicits applications for job openings via
electronic and other means (Function 7)
7. Maintain the Sick Leave Ban (Function 3)
8. Prepares legally required government reports
(Function 3)
9. Ability to use common office machines,
Including word processing, spreadsheet, and
file maintenance programs (Function 1)
10. Supervise recruitment of certified employees
(Function 1)
11. Physical demands: Computer work/typing
(Function 5)
12. Physical demands: Pushing and/or pulling
(Function 5)
13. Physical demands: Climbing (Function 5)
14. Physical demands: Stooping and/or kneeling
(Function 5)
15. Physical demands: Reaching (Function 5)
16. Physical demands: Talking (Function 5)
17. Physical demands: Hearing (Function 5)
18. Physical demands: Seeing (Function 5)
19. Adaptability to performing a variety of duties,
often changing from one task to another of a
different nature without loss of efficiency or
composure (Function 5)
20. Adaptability to accepting responsibility for
the direction, control, or planning of an activity
(Function 5)
21. Adaptability to dealing with people (Function 5)
22. Adaptability to making generalizations,
evaluations or decisions based on sensory or
judgmental criteria (Function 5)
23. Intelligence: The ability to understand
instructions and underlying principles. Ability
to reason and make judgment (Function 5)
24. Verbal: Ability to understand meaning of
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M

SD

1.133

.2309

1.500

.5000

1.200

.3464

.900
1.933

.8544
.1155

1.300

1.1269

1.366666667 .5507570547
1.3700

.54836

1.0400

.06928

1.0433
1.0467

.07506
.08083

1.0500
1.3867
1.3900
1.3933
1.3967

.08660
.53715
.53507
.53304
.53107

1.400

.5292

1.4033
1.4067

.52729
.52548

1.7433

.44456

1.7467

.43879

Table 5 Continued
AGW Job Item Descriptors
words and the ideas associated with them.
Effective communication skills (Function 5)
25. Numerical: Ability to perform arithmetic
operations quickly and accurately (Function 5)
26. Data Perception: Ability to understand and
interpret information presented in the form of
graphs, charts or tables (Function 5)
27. Motor Coordination: Ability to coordinate
the eyes and hands or fingers rapidly and
accurately in making precise movements with
speed and adequate keyboarding skills
(Function 5)
28. Color Coordination: Ability to perceive or
recognize similarities or differences in colors
or in shapes or other values of the same color
(Function 5)

M

SD

1.4167

.52042

1.7533

.42724

1.7567

.42147

1.7600

.41569

AGW school district job descriptors contained 28 (approximately 82.3%)
of the related 34 standards in the 16 Professional Functions of the Human Capital Leaders
in Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 5), the highest mean was
Prepares legally required government reports (M = 1.933) indicating that the job
description specifically contained the particular function (Function 3 – sustainability &
risk management) of the Human Capital Leaders in Educational Professional Standards.
The item with the lowest mean, Maintain the Sick Leave Bank (M = .900), indicating that
the specification was slightly mentioned as a particular function (Function 3) of the
Human Capital Leaders in Educational Professional Standards in the job description.
Overall, school district AGW highest function (Function 5 – workforce planning),
comprised 64.2% (18 out of 28) of the Human Capital Leaders in Educational
Professional Standards in their job description. Notably, only 6 of the 16 (37.5%)
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Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) were found in the AGW job description.
Table 6
Means and Standard Deviations of School District OCK by Job Descriptors
OCK Job Item Descriptors
1. Support school and district administrators to
know their staff well and build the
satisfaction, fulfillment, and retention of all
staff; (Function 1)
2. Lead the strategy and implementation for
leadership hiring and senior-level hiring for
and collaborate with appropriate staff
members to execute strategy; and (Function 7)
3. Lead staff to successfully meet all annual
recruitment, hiring, performance evaluation,
and human resource targets (Function 8)
4. Manage and coach the hiring and recruitment
team members (Human Capital Specialist,
and Benefits Coordinator) (Function 8)
5. Manage and coach the Human Capital
Specialist, and Benefits Coordinator to
effectively develop strategies and execute
plans for the HC Department (Function 11)
6. Serve as a key member of the team to
contribute to building a positive,
collaborative, and values-driven team
(Function 11)
7. Serve as a network leader in all conversations,
interactions, and communications so as to best
represent the interest of teachers, students,
and staff. (Function 3)
8. Ensure compliance as it relates to federal and
state labor laws (Function 3)
9. Oversee teacher credentialing process to
ensure that meets regulations outlined by
TDOE (Function 1)
10. Aids others in developing a service model
that focuses on the human capital needs of
schools and all work locations (Function 1)
11. Interpret Board policies and procedures to
staff and makes/recommendations to the
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M

SD

2.033

.0577

2.067

.1155

2.100

.1732

2.133

.2309

2.167

.2887

2.200

.3464

2.233

.4041

2.267

.4619

1.967

.9504

1.700

.6083

Table 6 Continued
OCK Job Item Descriptors

M

Chief Human Capital Office for policies and
procedures pertinent to human capital issues
(Function 1)
12. Anticipate the needs of the organization's
human capital capacity and utilize data and
information to accurately project and present
needs and areas for growth. (Function 1)
13. Ability to Collaborate - Proactively works in
partnership with others to achieve a common
goal or necessary objective; builds rapport
and cooperative relationship with others;
establishes and maintains strong relations
with employee associations and relevant
stakeholders. (Function 4)
14. Ability to Deliver Effective Customer Service
- Makes customers and their needs a primary
focus. Exhibits this culture and models the
same for his/her staff members so as to assure
a consistent expansion of the service culture
to all. Takes appropriate, immediate action to
meet customer needs and concerns and
continually assesses feedback from customers
to make improvement. (Function 4)
15. Ability to Communicate Effectively
– Effectively conveys reliable accurate
information so that the recipients clearly
understand its intent. Uses appropriate
written, verbal or electronic communication
form to disseminate information. Develops an
acute sensitivity to the issue of timely
involvement of all decision-makers to any
process. (Function 2)
16. Ability to Maintain Confidentiality – Makes
effective business decisions regarding with
whom to discuss sensitive and confidential
information. Respects the privacy of others
and maintain the confidentiality of
information to which exposed. Consistently
uses good business judgment. (Function 3)
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SD

1.7033

.61158

1.7067

.61493

1.7100

.61830

1.7133

.62172

1.7167

.62517

OCK school district job descriptors contained 16 (approximately 47%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 6), the highest mean was
Oversee teacher credentialing process to ensure that meets regulations outlined by
TDOE (M = 2.267) indicating that the job description specifically contained the particular
function (Function 1 – strategic alignment) of the Human Capital Leaders in Educational
Professional Standards. The item with the lowest mean, Interpret Board policies and
procedures to staff and makes/recommendations to the Chief Human Capital Office for
policies and procedures pertinent to human capital issues (M = 1.700), indicating that the
specification was somewhat stated as a particular function (Function 1) of the Human
Capital Leaders in Educational Professional Standards in the job description. Overall,
school district OCK highest function (Function 1 -strategic alignment), comprised 31.2%
(5 out of 16) of the Human Capital Leaders in Educational Professional Standards in their
job description. Notably, only 7 of the 16 (43.7%) Professional Functions of the Human
Capital Leaders in Educational Professional Standards were found in the OCK job
description.
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Table 7
Means and Standard Deviations of School District SBL Job Descriptors
SBL Job Item Descriptors

M

SD

1. Provide overall directions for recruitment,
selection, and placement of qualified
certificated and classified personnel for the
purpose of implementing the district's
educational programs (Function 7)
2. Supervise a program to ensure that all
employees are treated in accordance with legal
requirements and professional standards
(Function 3)

2.367

.6351

2.400

.6928

3. Assist the superintendent in the
recruitment, s election, placement,
evaluation, transfer, and dismissal of
personnel as district programs warrant
(Function 1)
4. Monitor the district's substitute personnel
service arid employee testing program
(Function 10)
5. Serve as a liaison with the credentialing
division of the Tennessee State
Department of Education and with legal
advisors to the district relative to code
interpretation and other personnel matters
(Function 10)
6. Coordinate the orientation, induction and
mentoring of new teachers with respect to
instruction, Personnel, and legal matters
(Function 9)
7. Advise and assist administrators with personnel
and employee relations issues (Function 3)
8. Serve as district representative in legal
matters relating to personnel and employee
relations (Function 3)
9. Present at career fairs and functions at
colleges and universities to attract qualified
personnel (Function 7)
10. Attend County Board of Education Meetings
(Function 1)
11. Serve as a member of the Superintendent's
Executive Cabinet (Function 1)
12. Perform other duties as assigned by the
superintendent (Function 1)

2.433

.7506

2.467

.8083

2.500

.8660

2.533

.9238

2.567

.9815

2.600

1.0392

1.633

2.0257

1.367

1.5822

1.3700

1.58767

1.3733

1.59315
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SBL school district job descriptors contained 12 (approximately 35.2%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 7), the highest mean was
Serve as district representative in legal matters relating to personnel and employee
relations (M = 2.600) indicating that the job description specifically contained the
particular function (Function 3 – sustainability & risk management) of the Human Capital
Leaders in Educational Professional Standards. The item with the lowest mean, Attend
County Board of Education Meetings (M = 1.367), indicating that the specification was

slightly mentioned as a particular function (Function 1) of the Human Capital Leaders in
Educational Professional Standards in the job description. Overall, school district SBL
highest functions (Function 1 -strategic alignment), comprised 33.3% (4 out of 12) of the
Human Capital Leaders in Educational Professional Standards in their job description.
Notably, only 5 of the 16 (31.2%) Professional Functions of the Human Capital Leaders
in Educational Professional Standards were found in the SBL job description.
Table 8
Means and Standard Deviations of School District VFM Job Descriptors
VFM Job Item Descriptors
1. The board will approve the broad purpose and
function of the position in accord with state
laws and state regulations, approve a statement
of duties as recommended by the director of
schools, and delegate to the director of schools
the task or writing, or causing to be written, a
job description for the position. (Function 1)
2. A copy of each job description shall be
provided to the employee, the immediate
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M

SD

2.3671

2.3671

2.4249

2.4249

Table 8 Continued
VFM Job Item Descriptors
supervisor and included in the employee’s
personnel record. A copy of all job descriptions
shall be maintained in the director of schools’
office. Job descriptions shall be used as guides
in annual employee evaluations. (Function 5)
3. Shall maintain a comprehensive, coordinated
set of job descriptions for all such positions as
to promote efficiency and economy in the
staff’s operations. (Function 5)

M

SD

2.4826

2.4826

VFM school district job descriptors contained 3 (approximately 8.8%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 8), the highest mean was
Shall maintain a comprehensive, coordinated set of job descriptions for all such positions
as to promote efficiency and economy in the staff’s operations (M = 2.4826) indicating
that the job description specifically contained the particular function (Function 5 –
workforce planning) of the Human Capital Leaders in Educational Professional
Standards. The item with the lowest mean, The board will approve the broad purpose
and function of the position in accord with state laws and state regulations, approve a
statement of duties as recommended by the director of schools, and delegate to the
director of schools the task or writing, or causing to be written, a job description for the
position (M = 2.3671), indicating that the specification was somewhat mentioned as a
particular function (Function 1) of the Human Capital Leaders in Educational
Professional Standards in the job description. Overall, school district VFM highest
functions (Function 5 – workforce planning), comprised 66.6% (2 out of 3) of the Human
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Capital Leaders in Educational Professional Standards in their job description. Notably,
only 3 of the 16 (18.7%) Professional Functions of the Human Capital Leaders in
Educational Professional Standards were found in the VFM job description.
Table 9
Means and Standard Deviations of School District QDR Job Descriptors
QDR Job Item Descriptors

M

SD

1. Give oversight to the employment of all
2.700
2.1378
employees in the system (Function 1)
2. Confer with principals and supervisors to
2.733
2.1939
determine needed positions for various schools
and departments (Function 8)
3. Interview applicants, check references, check
3.100
1.0953
background records and make appropriate
recommendations of all personnel to the
Director (Function 8)
4. Create and give periodic review of all employee
3.133
1.9630
job descriptions (Function 11)
5. Help investigate incidents where employees
3.167
2.0207
have violated Federal, State or Local laws, as
well as failure to comply with State and Local
School Board policies. All findings will be
reported to the Director (Function 1)
6. Help to provide training and in-service for
3.200
2.0785
school leaders, including the identification of
potential administrators (Function 10)
7. Assist with the creation and implementation of
3.233
2.1362
staff development opportunities for school
personnel (In-service) (Function 4)
8. Provide timely responses to requests made by
3.267
2.1939
the School Board and Director of Schools
(Function 2)
9. Attend School Board Meetings as requested by
3.300
2.2517
the Director (Function 1)
10. Attend School Personnel Administration
2.700000000 2.137755833
conferences and other professional training
when appropriate (Function 1)
11. Create, coordinate, and give periodic review of
3.0367
1.79556
all personnel policies and procedures (Function 1)
12. Give leadership to employee recognition and
3.0400
1.80133
appreciation opportunities for the school system
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(Function 14)
QDR school district job descriptors contained 12 (approximately 35.2%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 9), the highest mean was
Attend School Board Meetings as requested by the Director (M = 3.300) indicating that
the job description specifically contained the particular function (Function 1 – strategic
alignment) of the Human Capital Leaders in Educational Professional Standards. The
item with the lowest mean, (M = 2.700), Give oversight to the employment of all
employees in the system indicating that the specification was somewhat mentioned as a
particular function (Function 1) of the Human Capital Leaders in Educational
Professional Standards was in the job description. Overall, school district QDR highest
functions (Function 1 – strategic alignment), comprised 41.6% (5 out of 12) of the
Human Capital Leaders in Educational Professional Standards in their job description.
Notably, only 7 of the 16 (43.7%) Professional Functions of the Human Capital Leaders
in Educational Professional Standards were found in the QDR job description.
Table 10
Means and Standard Deviations of School District ETJ Job Descriptors
ETJ Job Item Descriptors
1. Provide overall direction for recruitment,
selection, and placement of qualified
certificated and classified personnel for the
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SD

3.367

2.3671
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purpose of implementing the district’s
educational programs. (Function 7)
2. Supervise a program to ensure that all
employees are treated in accordance with legal
requirements and professional standards.
(Function 3)
3. Assist the superintendent in the recruitment,
selection, placement, evaluation, transfer, and
dismissal of personnel as district programs
warrant. (Function 1)
4. Monitor the district’s substitute personnel
Service (Function 10)
5. Serve as a liaison with the credentialing
division of the Tennessee State Department of
Education and with legal advisors to the district
relative to code interpretation and other
personnel matters. (Function 11)
6. Coordinate the orientation, induction, and
mentoring of new teachers with respect to
instruction, Personnel, and legal matters.
(Function 9)
7. Advise and assist administrators with personnel
and employee relations issues (Function 6)
8. Serve as district representative in legal matters
relating to personnel and employee relations
(Function 1)
9. Present at career fairs and functions at colleges
and universities to attract qualified personnel.
(Function 7)
10. Perform other duties as assigned by the
Superintendent (Function 1)
11. Supervise a program for employee benefits.
(Function 15)

M

SD

3.400

2.4249

3.433

2.4826

3.467

2.5403

3.500

2.5981

3.533

2.6558

3.567

2.7135

3.600

2.7713

2.633

3.7287

2.700

3.1097

2.7033

3.11513

ETJ school district job descriptors contained 11 (approximately 32.3%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 10), the highest mean was
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Serve as district representative in legal matters relating to personnel and employee
relations (M = 3.600) indicating that the job description specifically contained the
particular function (Function 7 – sourcing & recruiting) of the Human Capital Leaders in
Educational Professional Standards. The item with the lowest mean, (M = 2.633), Present
at career fairs and functions at colleges and universities to attract qualified personnel
indicating that the specification was somewhat mentioned as a particular function
(Function 7) of the Human Capital Leaders in Educational Professional Standards in the
job description. Overall, school district ETJ highest functions (Function 3 – sustainability
& risk management), comprised 27.2% (3 out of 11) of the Human Capital Leaders in
Educational Professional Standards in their job description. Notably, only 8 of the 16
(50%) Professional Functions of the Human Capital Leaders in Educational Professional
Standards were found in the ETJ job description.
Table 11
Means and Standard Deviations of School District HZP Job Descriptors
HZP Job Item Descriptors
1. Organization Chart. Establishing and
maintaining an up-to-date school system
organization chart, based on certified personnel
requirements and other authorized generalpurpose school fund positions as required AND
separate grant funded positions. (Function 5)
2. State Reports. Coordinate preparation of the
system PIRS Reports with the Payroll
Department and Director of Schools.
Coordinate TN Compass Certified Staff
information with the Curriculum Supervisor
and SSMS Supervisor. (Function 1)
3. Application File. Receive and maintain
applications. Place applications on a computer
spreadsheet program so they can be reviewed
quickly for areas of certification or experience
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M

SD

3.700

2.9445

3.733

3.0022

3.767

3.0600
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in positions applied for. All application files
will remain at the Central Office. They will be
considered active for ONE YEAR from date of
submission. After one year, files will be purged
from the active application file. Applications
can be reactivated and updated in writing
(Function 7)
4. Screen applications. Screen applications and
select those applications to be submitted to the
employee interview committee (Function 8)
5. Advertise Positions. Advertise school system
position vacancies. Paraprofessionals in all
school system departments for five (5) days and
professional positions for ten (10) days. If
available, substitutes will be used during the
posting time. Jobs will be filled after the start of
the school year without posting. (Function 7)
6. Job Description. Assure that there is a job
description for each position and that new hires
receive a copy of the job description. If no job
description, the Policy Committee must develop
one and Board Approval must be completed.
(Function 5)
7. Certification. Assure that personnel are
properly certified for position BEFORE they
are employed or documented properly if no
certified and qualified applicants are available.
(Function 7)
8. Background Checks. Supervise the employment
fingerprinting background check process.
(Function 8)
9. Employment Requests. Receive employment
requests from supervisors and principals.
Assure that the request matches a Board
authorized position that is vacant, matches
employment request with qualified applicants
from the application file and schedule
applicants to interview committee. (Function 5)
10. The Interview Committee shall consist of a
MINIMUM of the following positions: a. The
supervisor or principal who requested the
position be advertised. (Function 8)
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SD

3.467

3.4429

3.833

3.1754

3.533

3.5572

3.900

3.2909

3.933

3.3486

3.967

3.4064

3.700

2.9445
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11. The Interview Committee shall consist of a
MINIMUM of the following positions: b. The
Personnel Supervisor (Function 8)
12. If all members are in agreement on the “Best
Fit” candidate, the Personnel Supervisor will
submit that candidate’s name to the Director of
Schools for employment. (Function 8)
13. If the committee cannot agree on the “Best Fit”
candidate, the top two (2) candidate names will
be submitted to the Director of Schools and the
Director will interview both candidates and
select the candidate to be hired (if appropriate)
or reject both candidates and direct that other
candidates be interviewed. (Function 8)
14. The Supervisor of Personnel’s recommendation
to hire the Director of Schools will include a.
The Interview Committee’s recommendation
(Function 8)
15. The Supervisor of Personnel’s recommendation
to hire to the Director of Schools will include b.
The list of “Best Qualified Candidates”
considered by the committee (Function 8)
16. The Supervisor of Personnel’s recommendation
to hire to the Director of Schools will include c.
A list of “Other Qualified Candidates” who
were not interviewed (Function 8)

SD

3.7033

2.95026

3.7067

2.95603

3.7100

2.96181

3.7133

2.96758

3.7167

2.97335

3.7200

2.97913

HZP school district job descriptors contained 16 (approximately 47%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 11), the highest mean was
Employment Requests. Receive employment requests from supervisors and principals.
Assure that the request matches a Board authorized position that is vacant, matches
employment request with qualified applicants from the application file and schedule

107

applicants to interview committee (M = 3.967) indicating that the job description
specifically contained the particular function (Function 5 – workforce planning) of the
Human Capital Leaders in Educational Professional Standards. The item with the lowest
mean, (M = 3.467), Screen Applications. Screen applications and select those
applications to be submitted to the employee interview committee indicating that the
specification was somewhat mentioned as a particular function (Function 8) of the
Human Capital Leaders in Educational Professional Standards in the job description.
Overall, school district HZP highest functions (Function 8 – selection & placement),
comprised 56.2% (9 out of 16) of the Human Capital Leaders in Educational Professional
Standards in their job description. Notably, only 4 of the 16 (25%) Professional Functions
of the Human Capital Leaders in Educational Professional Standards were found in the
HZP job description.
Table 12
Means and Standard Deviations of School District INY Job Descriptors
INY Job Item Descriptors
1. Report to the Director of Schools on a regular
basis based on duties described as Human
Resources Supervisor (Function 1)
2. Assists in scheduling a variety of meetings and
employee events (e.g. Employee In-processing,
Teacher Orientation, Retirement Workshop,
applicant interviews, etc.) for the purpose of
meeting the needs of the department, District
and employees. (Function 10)
3. Audits monthly personnel actions prepared by
staff to ensure consistency and that errors are
kept to a minimum and that correct account
numbers are used. (Function 1)
4. Communicates with other employees,
departments, administrators, applicants and the
public for the purpose of providing information
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SD

3.700

3.8432

3.733

3.9004

4.100

3.6373

4.133

3.6950
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and assistance concerning employment,
recruitment, transfers, personnel records, leaves,
licenses, and related legal requirements.
(Function 2)
5. Conducts, along with other central office
employees, the employee orientation (e.g.
introducing personnel, payroll, employment
benefits, policies, assisting with enrollment
forms, etc.) for the purpose of ensuring
employees are knowledgeable of current
practices and administrative processes as well as
completion of forms (Function 9)
6. Coordinates the employment process (e.g.
tracking of staff as compared to budget,
processing applications, analyzing transcripts,
assisting teachers with licenses and
endorsements, etc.) for the purpose of meeting
district staffing requirements while complying
with established guidelines. (Function 8)
7. Coordinate the Human Resources activities
ensuring all appropriate deadlines are met
effectively and efficiently. (Function 3)
8. Develops a wide variety of written materials
(e.g. letters, forms, procedures, brochures,
pamphlets, etc.) for the purpose of documenting
activities, providing written reference, and/or
conveying information. (Function 4)
9. Ensures effective and appropriate policies and
procedures are followed (e.g. processing of
personnel actions, including new hires,
transfers, promotions, termination, and
completion of state reports) for the purpose of
being timely, accurate, legal and meeting
organizational objectives. (Function 1)
10. Evaluates the effectiveness of training sessions
and programs for the purpose of determining
whether changes need to be made to ensure
appropriate skills development. (Function 10)
11. Interprets a variety of written materials (e.g.
transcripts, references, employment records,
education codes, employment regulations, etc.)
for the purpose of ensuring compliance with
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SD

4.167

3.7528

4.200

3.8105

4.233

3.8682

3.600

4.5033

3.967

4.3016

3.700

3.8432

3.3700

4.10496
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regulatory requirements (Function 3)
12. Monitors a variety of processes (e.g. application,
eligibility, certifications, etc.) for the purpose of
ensuring efficient processing of applicants and
employees in addressing position requirements
and adhering to legal and/or administrative
requirements (Function 8)
13. Monitor a wide variety of personnel policies
and programs regarding employees (e.g.
advertising positions, processing applications,
placement, transfer, separation, verifying
employment, orientation, contracts,
compensation schedule, FMLA, etc.) for the
purpose of conforming to district policies,
relevant laws, contracts, and agreements.
Informs supervisor of non-compliance. (Function 1)
14. Monitors and complies with personnel record
keeping procedures (e.g. maintaining personnel
files (applications, reference checks, transcripts,
PRAXIS tests) Highly Qualified status,
recruiting, hiring, placing and paying personnel,
etc.) for the purpose of ensuring compliance
with established guidelines. (Function 1)
15. Participates in meetings that involve a range of
issues (e.g. personnel actions, regulatory
requirements, personnel benefits, actions
involving outside agencies, inter-department
needs, etc.) for the purpose of developing
recommendations and/or supporting other staff.
(Function 15)
16. Prepares a variety of reports and related
documents (e.g. verification requests of
employment, folders, paperwork,
announcements of vacancies, personnel
transactions for inclusion in the monthly Board
packets, End-Of-Year report, PIRS report, etc.)
for the purpose of providing documentation and
information to others. (Function 1)
17. Presents information on a variety of topics (e.g.
orientations, meetings, etc.) for the purpose of
conveying information and/or making
recommendations regarding district services.
110

SD

3.7067

3.85462

3.7100

3.86035

4.0467

3.55493

3.3833

4.12805

4.0533

3.55648

3.3900

4.13960
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(Function 2)
18. Processes, files, and maintains documents, data,
and materials (e.g. employee personnel files, I-9
records, Human Resources Information System,
State Personnel system, etc.) for the purpose of
disseminating information to appropriate parties
and inputting data. (Function 1)
19. Researches information required to manage
assignments including reviewing relevant
policies and current practices for the purpose of
ensuring compliance with legislative
requirements and securing general information
for planning and/or responding to requests from
directors and various state and federal agencies.
(Function 3)
20. Responds to written and verbal inquiries from a
variety of internal and external sources for the
purpose of resolving problems, providing
information and/or referring to appropriate
personnel and/or identifying the relevant issues
and recommending or implementing a
remediation plan. (Function 1)
21. Supports the department staff for the purpose of
assisting in the performance of their work
activities. (Function 11)
22. Performs other related duties as assigned for the
purpose of ensuring the efficient and effective
functioning of the work unit. (Function 1)
23. Serves as a liaison to committees and/or
organizations on behalf of the Human Resources
Department for the purpose of conveying and/or
gathering information required for district
operations (Function 1)
24. Project a positive image of the County Schools
at all times (Function 6)
25. Keep information confidential concerning
school business; (Function 1)
26. Act in a professional manner at all times;
(Function 1)
27. Participate in professional activities at the local,
state and national levels; (Function 1)
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4.0600

3.56802

4.0633

3.57380

4.066666667

3.579571669

3.4033

4.16270

3.4067

4.16847

3.4100

4.17424

4.0800

3.60267

4.0833

3.60844

4.0867

3.61421

4.0900

3.69999

Table 12 Continued
INY Job Item Descriptors

M

28. Perform other duties as assigned by the Director

SD

3.4267

4.20311

3.4300

4.20888

of Schools. (Function 1)

29. SKILLS are required to perform single,
technical tasks with a need to periodically
upgrade skills in order to meet changing job
conditions. Specific skill-based competencies
required to satisfactorily perform the functions
of the job include planning and managing
projects; preparing and maintaining accurate
records; operating standard office equipment;
planning and managing projects; utilizing
pertinent software applications; facilitating
meetings; interpersonal aptitude; and record
keeping (Function 5)
30. KNOWLEDGE is required to perform basic
math, including calculations using fractions,
percent’s, and/or ratios; read technical
information, compose a variety of documents,
and/or facilitate group discussions; and solve
practical problems. Specific knowledge-based
competencies required to satisfactorily perform
the functions of the job include personnel
practices applied within a school district
environment; codes, regulations & laws related
to the job functions; bookkeeping/accounting
practices; English grammar/punctuation/
spelling/vocabulary; office equipment/software;
organizational structure design; and office
practices. (Function 1)
31. ABILITY is required to schedule a number of
activities, meetings, and/or events; gather,
collate, and/or classify data; and use basic, jobrelated equipment. Flexibility is required to
work with others in a wide variety of
circumstances; work with data utilizing defined
but different processes; and operate equipment
using defined methods. Ability is also required
to work with a diversity of individuals and/or
groups; work with a variety of data; and utilize
job-related equipment. Problem solving is
required to analyze issues and create action
plans. Problem solving with data frequently
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requires independent interpretation of
guidelines; and problem solving with equipment
is limited to moderate. (Function 1)
INY school district job descriptors contained 31 (approximately 91.1%) of the
related 34 standards in the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018). With respect to item-level
means and standard deviation for the school district, (Table 12), the highest mean was
Coordinates the Human Resources activities ensuring all appropriate deadlines are met
effectively and efficiently (M = 4.233) indicating that the job description specifically
contained the particular function (Function 3 – sustainability & risk management) of the
Human Capital Leaders in Educational Professional Standards. The item with the lowest
mean, (M = 3.3700), Interprets a variety of written materials (e.g. transcripts, references,
employment records, education codes, employment regulations, etc.) for the purpose of
ensuring compliance with regulatory requirements indicating that the specification was
somewhat mentioned as a particular function (Function 11) of the Human Capital Leaders
in Educational Professional Standards was in the job description. Overall, school district
INY highest functions (Function 1 – strategic planning), comprised 51.6% (16 out of 31)
of the Human Capital Leaders in Educational Professional Standards in their job
description. Notably, only 11 of the 16 (68.7%) Professional Functions of the Human
Capital Leaders in Educational Professional Standards were found in the INY job
description.
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Research Questions
Research question one asks “How do the content analysis scores of job
descriptions on human capital leaders for select PreK-12 rural school districts in West
Tennessee reveal the effectiveness or ineffectiveness of their job descriptions?” The
content analysis scores based on the LEA Ratings (Score 0-9 = Poor, Score 10-16- = Fair,
Score 17-23 = Good, and Score 24-32 = Excellent) revealed that 30% of the job
descriptions were poor; 50% of the job descriptions were fair, and 20% of the job
descriptions were excellent. Scores ranged from 3 to 29 points and the highest possible
score was 32 (see Figure 6).

Individual LEA Scores
Compared to the 16 Professional Functions of the Human Capital
Leaders in Educational Profession Standards (AASPA, 2017)
35
30
25
20
15
10
5
0
AGW

OCK

SBL

VFM

QDR

LEA Score

Model

Figure 6. Individual LEA scores
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ETJ

HZP

INY

Figure 6 encompasses the individual LEA scores for each human capital leader
current job description compared to the 16 Professional Functions of the Human Capital
Leaders in Educational Professional Standards (AASPA, 2013-2018).
The results indicate that school district INY (score of 32) and AGW (score of 25)
contained more of the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018) as compared to the other six
rural school districts within the study.
Table 13 provides the Aggregate Scores of the Content Analysis Document based
upon the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018).
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Table 13
Aggregate Scores of the Content Analysis Document based upon the 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards
(AASPA, 2013-2018)
Aggregate Score Table
Components
District Components
Strategic Alignment
Communication
Sustainability & Risk Manag.
Continuous Improvement
Workforce Planning
Human Resource Branding
Sourcing & Recruiting
Selection & Placement
Onboarding
Training and Development
Performance Management
Career Ladder & Succession
Employee Engagement
Rewards & Recognition
Compensation &Benefits
Organizational Culture
Total

School Districts
AGW OCK
19
0
2
1
0
1
0
1
1
0
0
0
0
0
0
0
25

SBL VFM QDR

ETJ

HZP

INY

5
0
1
0
0
1
2
0
1
1
1
0
0
0
0
0
12

3
0
1
0
0
1
2
0
1
1
1
0
0
0
0
0
11

3
0
0
0
3
0
3
7
0
0
0
0
0
0
0
0
16

17
2
3
2
0
0
0
1
0
2
1
0
0
0
1
0
29

3
2
2
1
0
1
0
2
1
0
2
0
0
0
0
0
14
4

1
0
0
0
2
0
0
0
0
0
0
0
0
0
0
0
3

6
1
0
1
0
0
0
2
0
1
1
0
0
0
0
0
12

Note. Aggregate scores represent all scores for all eight districts based upon the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018); (n = X) (Highest possible score = 32).
The content analysis scores reveal VFM score of 3 is 8 points lower than ETJ
score of 11, 9 points lower than QDR score of 12, 9 points lower than SBL score of 12,
11 points lower than OCK score of 14, 13 points lower than HZP score of 16, 22 points
lower than AGW score of 25 and 29 points lower than INY score of 32. Secondly, ETJ
score of 11 is 11 points lower than AGW score of 25 and 18 points lower than INY score
of 29. Thirdly, OCK score of 14 is 11 points lower than AGW score of 25 and 14 points
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lower than INY score of 29. HZP score of 16 is 13 points lower than AGW score or 25
and 13 points lower than INY score of 29. Fourthly, QRR and SBL both scores a 12
which is 13 points lower than AGW score of 25 and INY score of 29 (see Table 13).
Figure 7 contains the Human Capital Leader current job descriptors as compared
to the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018).

Job descriptors as compared to the 16 Professional Functions of the
Human Capital Leaders in Educational Professional Standards
(AASPA, 2013-2018)

31%

Descriptors Listed
69%

Figure 7. Human capital leader current job descriptors
Eleven of the 16 Functions (69%) of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) were listed in the human capital leaders
current job descriptions. Of the 16 Professional Functions of the Human Capital Leaders
in Educational Professional Standards (AASPA, 2013-2018), 5 of 16 (31%) were not
listed in any of the job descriptions (see Figure 7).
Research question two asks: Is there a difference in the content analysis scores on
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the human resources administrators job description between select rural school districts in
west Tennessee and the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018)? The null hypothesis includes
the following: H2o: There is no difference in the content analysis scores on the human
capital leaders job description between select rural school districts in west Tennessee and
the 16 Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018); and the alternative hypothesis includes the following:
H2a: There is a difference in the content analysis scores on the human capital leaders job
description between select rural school districts in west Tennessee and the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018).
Figure 8 is an account of the aggregate content analysis scores from the human
capital leader current job descriptions as compared to the 16 Professional Functions of
the Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018).

Aggregate Content Analysis Scores
Compared to the 16 Professional Functions of the Human Capital
Leaders in Educational Professional Standards (AASPA, 2017)
40
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Figure 8. Aggregate content analysis scores.
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ETJ

HZP

INY

The content analysis scores reflect differences between school districts: VFM 3,
ETJ 11, SBL 12, QDR 12, HZP 16, AGW 25 and INY 29 as compared to the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) score of 32. The variation in scores is reflected in Figure
8.
Table 14 contains the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018) that were listed in the job
descriptions.
Table 14
The 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) that were listed in the job descriptions
Professional Functions
District Functions
Strategic Alignment
Communication
Sustainability & Risk Manage.
Continuous Improvement
Workforce Planning
Human Resource Branding
Sourcing & Recruiting
Selection & Placement
Onboarding
Training and Development
Performance Management

School Districts
AGW OCK
19
0
2
1
0
1
0
1
1
0
0

3
2
2
1
0
1
0
2
1
0
2

SBL
5
0
1
0
0
1
2
0
1
1
0

VFM QDR
1
0
0
0
2
0
0
0
0
0
0

6
1
0
1
0
0
0
2
0
1
1

ETJ

HZP INY

3
0
1
0
0
1
2
0
1
1
1

Note. Eleven (69%) of the above 16 Professional Functions of the Human
Capital Leaders in Educational Professional Standards (AASPA, 2013-2018)
above were listed in the job descriptions

3
0
0
0
3
0
3
7
0
0
0

1
7
2
3
2
0
0
0
1
0
2
1

The content analysis scores varied among school districts and ranged from 3 to 29
as compared to the 16 Professional Functions of the Human Capital Leaders in
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Educational Professional Standards (AASPA, 2013-2018) maximum of 32 points. More
specifically in comparison to the 16 Professional Functions of the Human Capital Leaders
in Educational Professional Standards (AASPA, 2013-2018), VFM scored 3 points (9%),
ETJ scored 11 points (34%), QDR scored 12 points (38%), SBL scored 12 points (38%),
OCK scored 14 points (44%), HZP scored 16 points (50%), AGW scored 25 points
(78%) and INY scored 29 points (91%) A total of 69% of the 16 Professional Functions
of the Human Capital Leaders in Educational Professional Standards (AASPA, 20132018) (Strategic Alignment, Communication, Sustainability & Risk Management,
Continuous Improvement, Workforce Planning, Human Resource Branding, Sourcing &
Recruiting, Selection & Placement, Onboarding, Training and Development, and
Performance Management) were listed in the human capital leader current job
descriptions (see Table 14).
Table 15 includes the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018) that were not listed in any of
the human capital leader current job descriptions.
Table 15
The 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) that were not listed in any of the job
descriptions
District Functions
Career Ladder & Succession
Planning
Employee Engagement
Rewards & Recognition
Compensation &Benefits
Organizational Culture

AGW OCK SBL

VFM QDR ETJ

HZP

INY
00
0
00
00
00
0

0

0

0

0

0

0

0

0
0
0
0

0
0
0
0

0
0
0
0

0
0
0
0

0
0
0
0

0
0
0
0

0
0
0
0

120

Additionally, 31% or five (Career Ladder & Succession Planning, Employee
Engagement, Rewards & Recognition, Compensation & Benefits, and Organizational
Culture) of the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) were not revealed in 100% of the human
capital leaders current job descriptions (see Table 15).
Table 16 provides the overall scores and ratings of the local education association
(LEA) (school district) current job description.
Table 16
Local education association (LEA) (school district) scores and ratings
LEA

Score

Rating

AGW

25

Excellent

OCK

14

Fair

SBL

12

Fair

VFM

3

Poor

QDR

12

Fair

ETJ

11

Fair

HZP

16

Fair

INY

29

Excellent

Note. Scores and ratings for each human capital leader current job description.
The LEA Scores Ratings are: Score 0-9 = Poor, Score 10-16- = Fair, Score 17-23
= Good, and Score 24-32 = Excellent and the scores ranging from 3 to 29 are as follows:
VFM scored 3 of 32 points which represent 9% of 16 components; ETJ scored 11 of 32
points which represent 34% of the 16 components; QDR scored 12 of 32 points which
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represent 38% of 16 components; SBL scored 12 of 32 points which represent 35% of the
16 components; OCK scored 14 of the 32 points which represent 44% of the 16
components; HZP scored 16 of 32 points which represent 50% of the 16 components;
AGW scored 25 of 32 points which represent 78% of the 16 components and INY scored
29 of 32 points which represent 91% of the components. (see Table 16).
To address research question two, the null hypothesis was rejected, and the
alternative hypothesis was accepted (See Figure 6). That is, there is a difference in the
content analysis scores on the human capital leaders job description between select rural
school districts in west Tennessee and the 16 Professional Functions of the Human
Capital Leaders in Educational Professional Standards (AASPA, 2013-2018). The
findings indicate that two (25%) of the school districts (AGW and INY) had an excellent
rating. Five of the eight (62.5%) of the school districts had a fair rating; whereas, one
school district, VFM (12.5%), had a poor rating.
Summary
The LEA Ratings (Score 0-9 = Poor, Score 10-16- = Fair, Score 17-23 = Good,
and Score 24-32 = Excellent) were utilized to rate the content analysis scores for each
human capital current job description which revealed that 30% of the job descriptions
were poor; 50% of the job descriptions were fair, and 20% of the job descriptions were
excellent. The sampled rural school districts were perceived to address the 16
Professional Functions of the Human Capital Leaders Standards (AASPA, 2013-2018).
The content analysis also revealed 69% (11) of the 16 Professional Functions of the
Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018)
were included in the human capital leaders current job description and 31% (5) of the 16
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Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) were not included in any of the human capital leaders
current job descriptions which reveal there is some ineffectiveness based on the content
analysis scores. Finally, an analysis of means (highest and lowest) and standard deviation
which were different for each of the school districts, resulted in the rejection of the null
hypothesis for research question 2.
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Chapter 5
Summary and Discussion
Chapter 5 is the final chapter of this quantitative content analysis study. The
chapter contains the summary and discussion of the topic of investigation related to the
human capital leader position. This chapter includes the following sections: (a) Purpose
of the Study, (b) Background, Issues, and Promised Solution (c) Discussion of Findings
of Study, (d) Limitations of the Study, (e) Ethical Considerations, (f) Implications and
Recommendations for Policy and Practice, (g), Recommendations for Further Research,
and (h) Conclusion.
Purpose of the Study
The re-enactment of ESSA (2015) has resulted in the need for human resources to
transform and become a strategic business partner to promote education reform efforts in
selected rural school districts in southwest Tennessee to meet the challenges and
complexities of the second half of a 21st century workforce which includes hiring highquality teachers to promote quality curriculum and instruction and improve student
outcomes (Odden, 2011b). As a result of educational reform and accountability measures,
school districts are transforming their practice. However, one particular overlooked area
is human capital management in which the human capital leader over sides. According to
the AASPA (2017) school districts will need to transform their human resources into a
human capital management system to compete and meet the various needs of students
and the global community. Such a transformation requires school districts to consider a
human capital management system as defined by ESSA (2015) in that: “a system by
which “a local educational agency makes and implements human capital decisions, such
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as decisions on preparation, recruitment, hiring, placement, retention, dismissal,
compensation, professional development, tenure, and promotion.” The 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards (AASPA,
2013-2018) provides a guideline for school districts to accomplish this goal.
Background, issues, and promised solution
The background of the study indicated that empirical research in human capital in
public education was limited (Vaiman & Collings, 2013). The role of the second half of
21st century human capital leaders has increased over the last ten years and has become
more complex and a lack of job knowledge, skills, and competencies required to hire
high-quality teacher will present a void of continuous growth in the human capital life
cycle and further widen the gap for education reform efforts (Chidi & Victor, 2017).
The issue of human capital is of central importance to school districts and
essential as the recruitment and teacher pipeline to attract and retain teachers with highperformance practices will help set the standard for continuous improvement in
classroom curriculum and instruction for current children and future generations to come
(Lake, 2018). Despite this, little attention has been paid to human capital leaders in PreK12 education (Vekeman et al., 2016). Human capital leaders are gatekeepers to the school
district and should possess the knowledge, skill, abilities, and competencies to help
enable the school district to maintain compliance with state, local and federal regulations,
as well as, (Rebore, 2105). The most valued asset in an organization is human capital and
teachers are critical to classroom curriculum and instruction rigor which is the
determinant for learning that enhances student outcomes (Pato, 2013).
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In this investigative study, the researcher’s aim was to conduct a quantitative
content analysis of the current human capital leader’s job descriptions in eight rural
school districts to determine if job item descriptors included any of the 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards of the
AASPA (2013-2018).
Discussions of Findings of the Study
Two research questions facilitated an investigation into the 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards of the
AASPA (2013-2018) as demonstrated by eight rural school districts in southwest
Tennessee.
Question 1. How do the content analysis scores of job descriptions of human capital
leaders for select PreK-12 rural school districts in West Tennessee reveal the
effectiveness or ineffectiveness of their job descriptions?
Analysis of the data, as related to research question 1, revealed that the content
analysis scores from the human capital leader current job description determined there
were differences based on 1) content analysis scores (3, 11, 12, 12, 14, 16, 25 and 29), 2)
ineffectiveness or effectiveness based on the LEA ratings (30% poor, 50% fair, and 20%
excellent), 3) 11 (69%) of the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018) were recorded in the human
capital leaders current job descriptions, 4) 5 (31%) of the 16 Professional Functions of
the Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018)
were not recorded any human capital leader current job description, 5) several job
descriptors in the human capital leader job description was rated “0”; 6) number of
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independent variables (job descriptors) (3, 11, 12, 15, 16, 28 or 31), 7) and number of
pages for the job descriptions (1, 2, 3, or 4 pages) and 8) the null hypothesis for research
question two is rejected and the alternate hypothesis is accepted.
Although 69% is greater than half of a perfect score (100%), there is room for
continuous improvement. Additionally, the void of 5 functions (31%) missing from 100%
of the human capital leader current job description poses a grave concern in that school
districts must be charged with creating and implementing policies to recruit or train
human capital leaders to ascertain high-performance practices to effectively contribute to
systemic change in the school districts to impact real change with education reform
(Young & Castetter, 2004).
Analysis of the descriptive statistics relative to research question one means that
all 16 Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) did not receive scores across the sampled school
districts. Schools districts AGW (19) and INY (17) scored high on Function 1 (strategic
alignment) of the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018). The remaining six school districts obtained
a score less than 7 in this same particular function. Consequently, all eight school districts
scored 7 or less in all remaining functions (Function 2 – 16) of the 16 Professional
Functions of the Human Capital Leaders in Educational Professional Standards (AASPA,
2013-2018).
Building a comprehensive human capital management system to implement all 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018) requires a systemic change at the school district level
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(Rebore, 2015). Additionally, systemic change at the school district level has a ripple
effect throughout the organization that can support academic achievement and education
reform (Young & Castetter, 2004). With the complexities of preparing for a competitive
second half of the 21st century workforce, a major goal for the human capital leader is to
lead the charge in coordinating relevant and effective training and professional
development opportunities that streamline and crosses disciplines. Such a change will
need to occur on a continuous basis. These premises support Oddens (2011a; 2011b)
human capital management system and Schulz’s (1960) human capital theory.
Furthermore, the additional training for teachers will support academic learning and
student achievement leading to effective implementation and results-based educational
reform efforts as previously mentioned by Campbell et al., (2004).
Question 2. Is there a difference in the content analysis scores on the human
capital leaders job description between select rural school districts in west Tennessee
and the 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards?
Analysis of the data, as related to research question 2 from the human capital
leader current job descriptions, determined there were differences based on the human
capital leader content analysis scores (percentages) between the rural school districts as
follows: 3 (9%), 11 (34%), 12 (38%), 12 (38%), 16 (50%), 25 (78%) and 29 (91%) as
compared to the 16 (100%) Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018).
There is a difference in the human capital leader current job description aggregate
content analysis score whereas 11 (69%) of the professional functions were present and 5
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(31%) of the professional functions were not present as compared to the 16 (100%)
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018). Additional analysis revealed that six school district
human capital leader current job descriptions (VFM – 3), (ETJ – 11), (OCK – 14), (HZP
– 16), (AGW – 25), and INY -29) had differing scores as compared to rural school
districts SCL and QDR with the same score of 12 on the 16 Professional Functions of the
Human Capital Leaders in Educational Professional Standards (AASPA, 2013-2018).
Overall, analysis of the eight human capital leader current job descriptions revealed
scores less than 32 (100%) on the 16 Professional Functions of the Human Capital
Leaders in Educational Professional Standards (AASPA, 2013-2018).
The 16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (AASPA, 2013-2018) are evidenced-based functions that can help
ensure the human capital leader job description contains the necessary job descriptors,
standards, and competencies for success. The job description is the primary tool designed
to lay the foundation of what is required to meet the expectations of the job, and if the
human capital leader’s current job description is not aligned with the requirements of the
position, the job description is ineffective. An effective job description supports the
Odden’s (2011a; 2011b) conceptual framework on the necessity of a results-based,
effective human capital management system. As strategic business partners, human
capital leaders exercise the lead role in recruitment and retention of staff, and the more
relevant and purposeful professional development and training opportunities provided to
teachers and staff, it is expected that the more knowledge, skill sets, and expertise yields
education progress. Heller (2018) also mention the necessity of human capital leaders as

129

strategic business partners and the role it plays with recruitment and retention of staff.
The author states that establishing a human capital leader as a strategic business partner
and establishing a comprehensive human capital management system to help mitigate
teacher shortages is a wise investment for school districts. As well, a human capital
leader’s knowledge and skills in establishing a comprehensive human capital
management system encourages teacher growth and sets the foundation for potential
advancement (teachers) and retention of staff. Each of these endeavors supports the
human capital theory (Schultz, 1960) and human capital management system (Odden,
2011a; 2011b).
The findings in this study provide several opportunities for further discussion
regarding human capital leader’s current job descriptions. For example, the research
literature depicts that when human capital leaders hire the right teachers and provide
professional development opportunities for them to learn new skills and information, the
transfer of knowledge is delivered through curriculum and instruction in the classroom
(Odden, 2011a; Holden & Biddle, 2017). The outcome of enlisting in such investments
within school districts and classroom settings is the enhancement of human capital
leverage on student achievement and supports varying learners’ needs.
When building a comprehensive human capital management system and
collaboratively engaging in key human capital decisions, compliance with federal laws
and regulations, corporate branding, engagement with the life-cycle of human capital
such as workforce planning, recruitment, hiring, placement, compensation, promotion,
and professional development, as well as other topical areas related to human capital
management, innovative and high-impact structures in place (Webb & Norton, 2013;
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Rebore 2015) school districts maximize their use of best practices and standards to
increase teacher and student performance. The human capital leader utilizes data-driven
decision-making strategies (as part of the human capital management system) to
maximize continuous improvement and impart a shared vision to support the current and
future school district’s goals that supports an investment in human capital (Odden
2011b).
The results of this study coincide with earlier work by Campbell et al., (2004)
where three of the nation’s largest school districts were transformed by improving human
capital capacity. The findings in the study indicate that transformative practices are
needed whereby implementing a human capital management systems approach involving
elements of human capital, organization of the department, implementing the utilization
of technology will support the superintendent and school board members in addressing
student success initiatives. Campbell et al., (2004) maintain that the premise for an
overall school district transformation process related to human capital begins with a vivid
and clear definition of human resources and human capital management. By defining and
supporting the transformative and strategic role and responsibilities of the human capital
leader in school districts, the school district engages in the first step towards
transformative practices that provide fertile grounds for student success and achievement.
Engaging human capital leaders as strategic partners in school districts promote
educational transformation from a human resources function to a human capital
management system which elevates high-performance practices in support of maximizing
teacher knowledge and skills and improve student achievement (Perello-Marin & Giner,
2014). Previous literature in this study, provided by Battelle for Kids, Inc. (2017) outlines
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the six detailed transformations among school districts with a human resources outlook
compared to school districts with a human capital management angle.
Finally, several rural school district human capital (ie., Director of Human
Resources, Personnel Director) job descriptions did not enlist an effective date. Further
discussion is necessary surrounding board policy and the urgency to conduct a job
analysis to update job descriptions within the school district. To compete with urban and
suburban school districts to attract top talent and retain excellent faculty and staff, rural
school districts will need to become strategic and transformative (advance) in their
human capital management efforts to obtain a stronger teacher workforce (Myung, et al.,
2013).
Limitations of the Study
This research project was limited to human capital leaders in rural school districts
in west Tennessee. Because there may be various geographical and other differences
across the state of Tennessee, this study cannot be generalized to every rural school
district across and within the three grand regions (east, middle, and west). The study was
limited in the size of the data as there were only eight human capital leader current job
descriptions. Increasing the sample size may have increased more significant differences.
A delimitation included a thorough review of present-day literature where the outcome
revealed a scarcity of research relative to human capital management systems and school
districts.
The study was also limited by the fact that the primary data consisted of eight
human capital leaders’ current job descriptions. The research was limited in regards to the
age and development of the school district job descriptions. Another limitation of the
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background of the job descriptions relates to whether a prior job analysis was conducted
in creating the human capital job descriptions.
Based on these limitations of the study, further assumptions can be made
regarding the findings of the study. First, a void of the job analysis may be the rationale
for why job descriptors were listed on the job description that resulted in a rating of a “0”.
If the human capital leader is not cognizant of the job analysis process, it may cause a
disconnect in getting the critical functions listed on the job description that describes the
what, how, and why of job responsibilities (Young and Castetter, 2004). The utilization
of job analysis sets the foundation and help establishes a valid job description (Prien et
al., 2009). Second, some of the job descriptions included the phrase “will be updated
annually” and some did not. Half of the job descriptions (50%) included effective dates
but were last updated in 2000, 2009, 2010, and 2016 which may or may not comply with
school district board policy. As well, these outdated dates may explain the current status
of the school districts regarding Tran’s (2015) stance that “Education as a whole also
does not seem to put much weight on HR specific training/credentials for HR positions”
(p. 115). Finally, further inspection of the human capital job descriptions indicates that an
essential job function entails typing, rather than terms regarding the use of technology or
computers. Presumably, “making this change in approach would represent…” (Tran,
2015, p. 117) “…a significant step towards the modernization of the public services’’
(Forrester, 2011, as cited in Tran, 2015, p. 117).
Ethical Considerations
Ethical considerations precluded the use of a control group as this was a
quantitative non-experimental study. This study adds to the body of literature and fills the
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gap as it relates to human capital leaders in school districts as the current research is
limited. This study serves as the catalyst to open many doors for further discussion and
next steps depending on the needs, priorities, and resources for school districts.
Additionally, the American Association of School Personnel Administrators (AASPA)
has specific evidence and practice-based research regarding ethical standards for human
capital leaders in school districts. According to Webb and Norton (2013), these same
ethical standards are designed to support talent management with a commitment to
ascertain the educational objectives of the school districts. The use of interpretive
approach enables an understanding of specific standards as it relates to the Conceptual
Frameworks and the Human Capital Leaders in Educational Professional Standards
(AASPA, 2013-2018) for selected rural school districts in southwest Tennessee.
However, caution should be exercised in generalizing these findings to the broader field
of school districts as there are demographic and cultural differences across the state of
Tennessee.
Implications and Recommendations for Policy and Practice
Consequences for failure to remain abreast of the current role of human capital
leaders can result in an inefficient and ineffective human capital management system that
can have a ripple effect throughout the school districts resulting in dysfunction and chaos.
“Although teachers make the greatest impact on student outcomes” (Nye et al., 2004, as
cited in Tran, 2015, p. 117), Tran (2015) states that “…HR activities are often the actions
that make that learning possible” (p. 117). Repercussions for hiring ineffective teachers
can result in student academic achievements falling below the standard requirements and
into a non-compliant status (based upon state accountability systems). Tran (2015) adds
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that “by keeping pace with the HR profession and emphasizing a strategic HR
management model, public school districts will likely spend less time putting out fires
and more time building towards the future” (p. 117) which is one of the major goals of a
human capital management system (Odden, 2011a; Odden, 2011b). Thus, the
implementation of a human capital management system enables teachers and staff to
reach their fullest potential which benefits the entire school district (Rebore, 2015: Webb
& Norton, 2013).
When school district officials and superintendents hire personnel for positions
related to human capital leaders and fail to remain cognizant and compliant with current
mandates, initiatives, and legal policies, the school district is left unprotected and open to
litigation. Failing to adhere to a current human capital management or systems model can
result in a struggling school district with a loss in human capital gains, their most
valuable asset for student growth. Within this research study, job descriptor ratings of “0”
may indicate that job descriptors for human capital leaders have not evolved “from what
was then known as personnel” or human resources (HR) to what is now known as (Tran,
2015, p. 112) human capital management which functions as a system (Odden, 2011a;
Odden, 2011b).
When school districts take the role of the human capital leader seriously,
measures should be implemented to ensure compliance with current job descriptions
established by board policy and governed by the U. S. Equal Employment Opportunity
Commission (EEOC) which states that ‘‘essential job functions are the basic job duties
that an employee must be able to perform . . . [and that are] essential to performance’’
(U.S. EEOC, 2008).
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Given the range of views around the issue of human capital leaders and current
job descriptions, the evidence from this research suggests that job descriptions should be
current and updated on a yearly basis or as often as major changes in a job description
occur (Prien et al., 2009). Job analysis sets the framework for the job description, used
for promotions, and performance appraisals which support the human capital
management system (Webb & Norton, 2013). The complexities of this second half of the
21st century workforce will require updated or new skill sets and a competency-based
approach to remain competitive (Arnold, 2000). Training and professional development
support Schultz’s Human Capital Theory with investing in human capital for a great
return on investment (Holden & Biddle 2017). If the human capital leader disregards the
competencies required to successfully perform his or her role, it opens up the school
district to a myriad of problems such as inadequate teachers, student underachievement
and non-compliance with educational mandates (Rebore, 2015).
No longer should school a district ignore the important role of human capital
leaders and the value that of a human capital management system provides to the school
district. The human capital leader is a strategic position and should be proactive with
service delivery and remain robust in a competitive and global workforce. When the
human capital leader is invited to take a seat at the table and become engaged in dialogue
that brings about positive change for the organization, the school district has invested in
quality personnel who can utilize cohesive business practices and set in motion a
paradigm shift for the betterment of the school district, teacher, staff, students,
stakeholders and entire professional learning community (Webb & Norton, 2013).
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Findings from this study impacts school district board policy, supports best
practices and standards on human capital and human capital management systems, and
lay the foundation for further studies related to the dynamic role of human capital leaders
in school districts, particularly rural West Tennessee and across the country.
Recommendations for Future Related Research
Further research is needed to address specific next steps to successfully meet the
challenges and complexities of a competitive second half of the 21st century workforce
and the ever-changing federal and state mandates and policies. Changes within school
districts will require human capital leaders to develop robust human capital management
systems that are based upon investing in human capital gains as emphasized in Schultz’s
(1960) Human Capital Theory. The human capital leader job description is the foundation
that will help chart the course for school districts to take the necessary steps in building
teacher’s knowledge, skills, abilities, and competencies to increase student success (as
based upon the human capital management systems model of Odden, (2011a, 2011b).
Such as system is the premise for the human capital life cycle in school districts (Webb &
Norton, 2013).
One recommendation for future research includes incorporating a larger sample
size to include human capital leader job descriptions of varied Tennessee rural school
districts and provide descriptive analysis regarding whether job analysis is a common
practice or process. Research indicates that a job analysis is a fluid process that helps to
create a solid job description to effectively address new and complex challenges in the
workforce (Prien, et al., 2009).
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A second recommendation consists of expanding the study to include a
comparative analysis of rural, urban, and suburban school districts within Tennessee. The
goal is to determine significant variances regarding demographic and cultural differences
in each of the three grand regions (east, middle, and west) thereby providing a
comprehensive content analysis for the State of Tennessee. Human capital management
systems encompass human capital processes, various theories, and high-performance
practices to deliver services that will create and set a compass for organizational effective
in school districts and a three-year study would address the stability of the findings
outlined in such a research study.
A third recommendation consists of conducting a mixed-methods study to include
school district human capital leader’s perspective on their perceived roles and knowledge
of current policies and practices regarding human capital management systems and the
replication of a similar content analysis of job descriptions related to this research study.
A fourth recommendation consists of conducting qualitative case study research
on the changing role of the current human capital leader’s functions, roles, and
responsibilities pertaining to the 16 Professional Functions of the Human Capital Leaders
in Educational Professional Standards (AASPA, 2013-2018). The case study format can
involve populations relative to urban, suburban, and/or rural school district human capital
leaders.
Another recommendation consists of replicating the quantitative content analysis
study with an addition of a correlation study that may include school district
demographics such as district accountability rating (state), student success accountability
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rating (state), certified personnel, teacher turn-over, number of certified human capital
(HR) personnel, school board member current trainings, etc.
Next, a quantitative survey can be designed and submitted to school district
human capital leaders or superintendents to determine their perceptions of the roles,
responsibilities, and functions of the human capital leaders within school districts. The
quantitative survey can have the four sub-scales of (a) culture & total rewards (b)
performance excellence (c) talent management & development, and (d) strategic staffing
with the goal of providing systemic change. Each of the four-sub-scales pertains to the 16
Professional Functions of the Human Capital Leaders in Educational Professional
Standards (AASPA, 2013-2018).
A final recommendation entails a phenomenological study on school board
members knowledge of the 16 Professional Functions of the Human Capital Leaders in
Educational Professional Standards (AASPA, 2013-2018) and the inclusion of such
professional functions as related to board policy. An addition or stand-alone research may
also include school board members’ perceptions of the current roles of human capital
leaders within their school district(s). Here, the 16 Professional Functions of the Human
Capital Leaders in Educational Professional Standards (AASPA, 2013-2018) are utilized
as a priori theory.
Conclusion
In closing, the findings of this study and considerations for future and further
research adds to the body of knowledge on human capital leaders and human capital
management systems. When school districts invest in a human capital management
approach, it supports the need for high-performance practices and ongoing professional
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development and training for teachers and staff (continuous and on-going improvement
of human capital). School districts that value the functions of the human capital leader
believe in performance excellence, a strategic approach to staffing, talent management &
development as innovation, and the fostering of an inclusive and diverse climate that
establishes a rewarding system of excellence (AASPA, 2013-2018).
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Appendix A
Common Constructs Alignment with the 16 Professional Functions of the Human Capital
Leaders in Educational Professional Standards (AASPA, 2013-2018)

Four Main Sections and 16 Professional
Functions from Human Capital Leaders in
Educational Professional Standards

27 Common Construct Categories from
Peer Review Literature
Business Ethics
Professional
Functions from Human Capital
Career Development
Leaders
in Education Professional Standards
Career Planning
Compensation package
Competency Profile
Diversity
Employee Engagement
Employee Well-being
Employer Branding
Human Capital
Labor Rights
Leadership
Organizational Culture
Orientation
Performance Management
Recruitment
Retention
Risk Management
Selection
Strategic Human Resources Management
Succession Planning
Talent
Talent Pools
Technology
Talent Management
Training and Professional Development
Workforce Planning
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Performance Excellence
Strategic Alignment
Communication
Sustainability & Risk Management
Continuous Improvement
Strategic Staffing
Workforce Planning
Human Resource Branding
Sourcing & Recruiting
Selection & Placement
Talent Management and Development
Onboarding
Training and Development
Performance Management
Career Ladders & Succession Planning
Culture & Total Rewards
Employee Engagement
Rewards & Recognition
Compensation & Benefits
Organizational Culture

Appendix B
Coding Instrument
Name of School District_______________________________________________
Type of School District (circle one)

Urban

Suburban

Rural

Population of Students
Population of Teachers _______________________________________________
Population of Central Office ___________________________________________
# of Schools in District
1. Elementary _____________________________
2. Middle ________________________________
3. High School ____________________________
4. Charter ________________________________
Scoring Rubric-Content Analysis (Governance-School Districts)
Definition/Indicator

Indicator

No Evidence/Did Not Mention
No Evidence/Somewhat Stated
Very Evident/Clearly Stated

0
1
2

Description of 16 Professional Functions Rating Scale (AASPA, 2013-2018)
Professional
Functions

Rating
1

0

2

Communication

The format for
specifications was not
The
format for
mentioned.
specifications was not
mentioned.

The format for
specifications was
somewhat
The
formatstated.
for
specifications was
somewhat stated.

The format contained
all of the components
and descriptors.
The
format contained
all of the components
and descriptors.

Sustainability &
Risk
Management

The format for
specifications was not
mentioned.

The format for
specifications was
somewhat stated.

The format contained
all of the components
and descriptors.

Strategic Alignment
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The format for
specifications was not
mentioned.
Workforce Planning
The format for
specifications was not
mentioned.
Human Resource
The format for
Branding
specifications was not
mentioned.
Sourcing & Recruiting The format for
specifications was not
mentioned.
Selection & Placement The format for
specifications was not
mentioned.
Onboarding
The format for
specifications was not
mentioned.
Training &
The format for
Development
specifications was not
mentioned.
Performance
The format for
Management
specifications was not
mentioned.
Career Ladders &
The format for
Succession Planning
specifications was not
mentioned.
Employee Engagement The format for
specifications was not
mentioned.
Rewards & Recognition The format for
specifications was not
mentioned.
Compensation &
The format for
Benefits
specifications was not
mentioned.
Organizational
The format for
Culture
specifications was not
mentioned.
Continuous
Improvement

The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.
The format for
specifications was
somewhat stated.

The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The format contained
all of the components
and descriptors.
The
Theformat
formatcontained
contained
for
all
specifications
of the components
was
and
somewhat
descriptors.
stated.

________________________________________________________________________
Adapted from Jones (2016)
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School District Content Analysis Document –
16 Professional Functions of the Human Capital Leaders in Educational
Professional Standards (2017)
________________________________________________________________________
(n = X) (Highest possible score = 32)
Functions
District
Professional
Functions

AGW

School Districts & Scores
OCK

SBL

VFM

Strategic Alignment
Communications
Sustainability
& Risk
Management
Continuous
Improvement
Workforce Planning
Human Resource
& Branding
Sourcing & Recruiting
Selection & Placement
Onboarding
Training &
Development
Performance
Management
Career Ladders &
Succession Planning
Employee Engagement
Rewards & Recognition
161

QDR

ETJ

HZP

INY

Compensation & Benefits
Organizational Culture
________________________________________________________________________
Adapted from Jones (2016)

Rating Rubric for LEA’s Scores on the Content Analysis
Score/Indicator
Rating
0-9
Poor
10-16
Fair
17-23
Good
24-32
Excellent
_______________________________________________________________________
LEA’s Results/Individual Scores from Content Analysis
LEA

SCORE

AGW
OCK
SBL
VMW
QDR
ETJ
HZP
INY

Adapted from Jones (2016)
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